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ABSTRACT 
The desire to feel included is an essential need for all humans which extends into the context 
of the work environment. Employees who experience a lack of perceived inclusion at work, 
on the basis of their work identity and gender identity, may experience internal feelings of 
fraudulence, intellectual inadequacy or fear that they will not be able to maintain their 
success. This describes a psychological experience known as the imposter phenomenon. In 
this study, the mediating effect of work identity and gender identity on the relationship 
between perceived inclusion and the experience of the imposter phenomenon was examined. 
The moderating variable in this study was gender, through the use of male and female sample 
groups. A total sample size of 323 employees completed the measurement instruments used 
in this study, including: an adapted Perceived Inclusion Scale; the Tilburg Scale for Work 
Identity Commitment and Reconsideration of Commitment (TWIS-CRC); the Gender 
Identity Measure for the Experiences @ Work Project; and the Clance Imposter Phenomenon 
Scale (CIPS). The study was quantitative in nature and the results from the Multivariate 
Analysis of Variance (MANOVA) indicated that there were no significant differences in the 
measures across the male and female sample groups. The results from the Multi-Group 
Structural Equation Modelling (MG-SEM) indicated that work identity and gender identity 
provide full mediation on the relationship between perceived inclusion and the experience of 
the imposter phenomenon for male employees but not for female employees. For female 
employees, a weak yet negative statistically significant direct relationship was found between 
perceived inclusion and the experience of the imposter phenomenon. The results suggest that 
for male employees, their identity, specifically their work identity and gender identity, predict 
their feelings of intellectual inadequacy and unworthiness, whereas for female employees, 
their feelings of intellectual inadequacy and unworthiness is predicted by their perceptions of 
inclusion. Managers should support those employees who experience feelings related to the 
imposter phenomenon and should encourage them to stop their involvement in the imposter 
cycle. 
Keywords: perceived inclusion, identity, work identity, gender identity, imposter 
phenomenon, imposter syndrome, South Africa 
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CHAPTER 1: INTRODUCTION 
1.1. Chapter Introduction 
This chapter provides a synopsis of the dissertation. The background section will 
present the reader with a better understanding of the relationship between the variables 
perceived inclusion, work identity, gender identity and the imposter phenomenon. Thereafter, 
the research problem and objectives of the study will be presented, followed by a concise 
summary of the research design. The section will conclude with a consolidation of the 
information presented. 
1.2. Background 
The desire to feel included is an essential need for all humans (Correll & Park, 2005). 
Inclusion has always played a crucial role for the function of survival, due to the fact that 
humans depend on one another to work and to live (Baumeister & Leary, 1995; Leary & 
Baumeister, 2000). The need for inclusion extends to the work environment, where 
employees seek membership in a group, and if this need is left unsatisfied, it can result in a 
state of tension (Baumeister & Leary, 1995). There is growing evidence that suggests that if 
an employee’s need for inclusion is unsatisfied, it can have detrimental cognitive, emotional 
and behavioural consequences (Baumeister, DeWall, Ciarocco, & Twenge, 2005) and can 
negatively affect employee behaviour and outcomes (Mor Barak, 2005; Mor Barak & Levin, 
2002). 
Perceived inclusion is defined as “the degree to which an employee perceives that he 
or she is an esteemed member of the work group through experiencing treatment that satisfies 
his or her needs for belonging or uniqueness” (Shore et al., 2011, p. 1265). There are three 
requirements relating to perceived inclusion. Firstly, perceived inclusion incorporates two 
components, being belonging and uniqueness. Secondly, perceived inclusion refers to the 
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satisfaction of an individuals need within a group. Lastly, it is the group that includes the 
individual, as opposed to the individual who connects to the group (Shore et al., 2011). 
Optimal distinctiveness theory (ODT) (Brewer, 1991, 1993; Brewer & Pickett, 1999) 
is a model that is best used to conceptualise perceived inclusion and argues that optimal 
levels of perceived inclusion are achieved by simultaneously satisfying the needs for 
belonging and for uniqueness. A sense of belonging to a particular work group protects an 
employee from the negative consequences of social exclusion (Baumeister et al., 2005) and a 
sense of uniqueness enhances an employee’s self-esteem and self-concept (Snyder & 
Fromkin, 1980). According to Brewer (1991), an individual is only able to reach his or her 
optimal level of perceived inclusion in a group if one is able to balance the need for 
belonging with the need for uniqueness—the employee must simultaneously experiences a 
sense of belonging within his or her group (the in-group) as well as a sense of differentiation 
through distinctiveness between other group members (the out-group) (Leonardelli, Pickett, 
Joseph, & Hess, 2011). 
The first need, belongingness, extends into the work environment, where employees 
seek inclusion from other organisational members (Baumeister & Leary, 1995). Individuals 
spend a large percentage of their day at work and so it is essential for them to feel accepted, 
to be treated as an insider by others in the organisation, and to feel like a valuable member of 
the organisation (Pelled, Ledford, & Mohrman, 1999). Baumeister and Leary (1995) posited 
that the general need for belonging is an aspect of human nature that results from a fear of 
vulnerability and the need for human connection in order to survive. However, belonging 
itself cannot account for the optimal level of inclusion as any and all group membership 
should satisfy the need for belonging (Brewer, 1991). Consequently, the need for uniqueness 
must also be satisfied in order for the optimal level of inclusion to be reached. 
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This second facet of ODT, uniqueness, enhances an employee’s self-esteem and self-
concept (Snyder & Fromkin, 1980). Uniqueness is defined as “the need for employees to 
uphold and maintain a distinctive and differentiated sense of self” (Shore et al., 2011, p. 3). 
Brewer (1991) postulated that the need for belonging is paired with an opposite motive—the 
need for uniqueness—as this regulates an individual’s identity and attachment to groups. If an 
employee becomes too similar to other group members, this may result in deindividuation, 
which inhibits the development of his or her individual self-concept (Fromkin, 1972). 
Employees, therefore, require a degree of distinction or differentiation from other group 
members in order to reach their optimal level of perceived inclusion. The need for social 
assimilation is indirectly associated to the level of uniqueness, whereas the need for self-
differentiation needs is directly associated to the level of uniqueness (Brewer, 1991). 
Employees must experience a sense of belonging while simultaneously experiencing a sense 
of uniqueness in order to reach their optimal level of perceived inclusion (Brewer, 1991). 
One theory that explains how individuals’ identities are developed or supported, in 
terms of their sense of perceived inclusion within groups, is the Social Identity Theory (SIT). 
Individuals validate their social identity by experiencing connections and attachments to 
members of their own social category and this membership then affects how they interact 
with others (Tajfel & Turner, 1985). Individuals with a common social identity have mutual 
values and interests, which allows them to communicate more easily and display more 
empathy towards one another (Brewer, 1979). According to SIT, individuals are likely to 
categorise themselves and others by means of demographic variables, such as race or gender 
(Billig & Tajfel, 1973; Tajfel, 1982). SIT relates to the aspect of perceived inclusion because 
it suggests perceived inclusion in the workplace is influenced by the degree to which 
employees share mutual identities with others and obtain membership within their team and 
organisation. 
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For the purposes of this study, perceived inclusion is explored in terms of male and 
female employees’ work identity and gender identity. Both work identity and gender identity 
represent an important source of self-esteem, providing a sense of existence and 
strengthening communalities (Adams et al., 2016). Work identity may be defined as “a 
socially constructed representation of an individual’s self-perception of his/her own 
interactions within the employment environment” (Buche, 2003, p. 1). Gender identity can be 
viewed as a multi-dimensional construct and is refers to whether an individual’s perceives 
him or herself to be either masculine or feminine (Wood & Eagly, 2009). 
There are several behavioural, emotional, and psychological consequences associated 
with a lack of perceived inclusion because of one’s identity, including feelings of 
incompetence, inadequacy, and unworthiness (Leary, Tambor, Terdal, & Downs, 1995). 
Consequently, this may force an employee to exercise impression management techniques in 
order to assimilate with others (Hewlin, 2003, 2009) and results in self-monitoring workplace 
behaviours, perceptions of minority or inferiority status, and promote a non-participative 
work environment (Salib, 2014). 
The feelings associated with a lack of perceived inclusion describe a psychological 
experience known as the imposter phenomenon (Clance & Imes, 1978). Employees who 
experience a lack of perceived inclusion at work, on the basis of their work identity and 
gender identity, may experience an internal feeling of fraudulence, intellectual inadequacy, or 
fear that they will not be able to maintain their success (Langford & Clance, 1993). In the last 
case, employees attribute their success to being in the right place at the right time, luck, hard 
work, charm, or the ability to meet other peoples’ expectations (Hoang, 2015; Langford & 
Clance, 1993). They find it difficult to accept any praise or recognition for their 
accomplishments and instead tend to focus on negative responses as a reason for their 
mistakes and failure (Hoang, 2015). Individuals who experience the imposter phenomenon 
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(also known as imposters) tend to overestimate others’ intellectual ability and competence 
and compare their weaknesses with the strengths of others (Hoang, 2015).  
There are numerous consequences associated with employees’ experiencing feelings 
related to the imposter phenomenon in the workplace. Typically, imposters constantly 
experience fear, stress, and self-doubt (Sakulku & Alexander, 2011). Moreover, these 
feelings interfere with their ability to acknowledge and accept their abilities and can have 
harmful effects on their psychological well-being (Sakulku & Alexander, 2011). When faced 
with an assignment or task, imposters experience overwhelming anxiety, due to their fear of 
failure, which may consequently result in burnout, emotional exhaustion, or loss of intrinsic 
motivation (Chrisman, Pieper, Clance, Holland, & Glickauf-Hughes, 1995). 
Emanating from the background to this research and the research problems, the focus 
of this research is to examine the mediating effect of work identity and gender identity on the 
relationship between perceived inclusion and the imposter phenomenon among male and 
female South African employees.  
1.3. Defining the Problem 
In the world of work, the imposter phenomenon is typically prevalent among high-
achieving and successful individuals, who, instead of being confident in their abilities, 
experience severe feelings of self-doubt and intellectual and/or professional fraudulence 
(Clance & Imes, 1978). Despite obtaining objective validation of their achievements, such as 
through promotions, positive reviews, and rewards, they fail to internalise their intelligence, 
abilities and success (Bernard, Dollinger, & Ramaniah, 2002; Want & Kleitman, 2006). 
Individuals who experience the imposter phenomenon make excellent first impressions and 
can easily disguise their imagined deficiencies and weaknesses (Clance, 1985). 
Consequently, these individuals experience feelings of self-doubt and inadequacy, as they 
perceive large discrepancies between how others view them and how they view themselves. 
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In other words, they perceive an overestimation of their abilities by their supervisors and 
colleagues (Clance, Dingman, Reviere, & Stober, 1995) and greatly tend to underestimate 
their individual abilities. 
The experience of the imposter phenomenon can affect both the individual employee 
and the organisation. On an individual-related level, imposters are likely to experience great 
difficulties trying to internalise their success, despite external validation. Consequently, they 
might never be confident in their abilities, which will act as an internal barrier to moving up 
the career ladder, occupying more senior positions, and justifying their worthiness for 
promotions (Neureiter & Traut-Mattausch, 2016). Furthermore, an imposter might never feel 
emotionally and psychologically at ease, due to constant stress, anxiety, and fear of failure. 
This is likely to result in mental, emotional, and physical exhaustion and possibly burnout. 
The experience of the imposter phenomenon can also result in various organisational-related 
consequences, such as increased absenteeism, reduced productivity and turnover (Grubb & 
McDowell, 2012; Vergauwe, Wille, Feys, De Fruyt, & Anseel, 2015).  
Although no studies have been conducted on the relationship between perceived 
inclusion and the imposter phenomenon, literature suggests a relationship between their 
components.  
A number of studies have been conducted on perceived inclusion in the workplace 
(see Aryee, 2007; Bae, Sabharwal, Smith, & Berman, 2016; Pelled, Ledford, & Mohrman, 
1999; Stamper & Masterson, 2002); however, few studies have been conducted in South 
Africa (see April, 2014; April, Ephraim, & Peters, 2012; Yssel, Engelbrecht, Oswald, Eloff, 
& Swart, 2007). In one study conducted in South Africa, no significant differences were 
found in perceived inclusion among male and female employees (April et al., 2012). 
Literature is available on the relationship between perceived inclusion and identity 
(see Ashmore, Deaux, & McLaughlin-Volpe, 2004; Brewer, 1991; Brewer & Pickett, 2002; 
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Forsyth, 2014); however, most of it focuses on racial and ethnic identity. A scarce amount of 
research is available on the relationship between perceived inclusion and work identity, as 
well as perceived inclusion and gender identity, especially within the work context. The 
results from one study conducted in the Netherlands found a positive relationship and strong 
association between perceived inclusion and work identity (Van Kappel, 2016). Most 
literature on inclusion and gender identity in the workplace focuses on job characteristics’ 
definition of inclusion in terms of gender diversity (Nishii, 2012), as opposed to perceived 
inclusion in terms of an employee’s gender identity in the workplace. No studies were found 
on the relationship between perceived inclusion and work identity and perceived inclusion 
and gender identity in South Africa. 
Due to the fact that the imposter phenomenon is still a new concept, a majority of 
studies focus on its antecedents (see Bussotti, 1990; Clance, 1985; Clance et al., 1995; 
Sonnak & Towell, 2001; Thompson, Foreman, & Martin, 2000), on personality traits 
associated with imposter feelings (see Bernard et al., 2002; Chae, Piedmont, Estadt, & Wicks, 
1995; Thompson, Davis, & Davidson, 1998; Topping, 1983), and the consequences of the 
imposter phenomenon (see Clance, 1985; Clance & Imes, 1978). 
There have been inconsistent findings regarding differences in the experiences of 
imposter phenomenon among males and females. Some researchers argue that females are 
more likely to experience imposter phenomenon than males (see Henning, Ey, & Shaw, 1998; 
Kumar & Jagacinski, 2006), whereas other studies argue that males experience the 
phenomenon similarly to females (see Harvey, 1981; Imes, 1979; Lawler, 1984), if not more 
than females (see Topping, 1983). 
Although research suggests that the imposter phenomenon has been or will be 
experienced by at least 70% of people at least once in their lives (Gravois, 2007), the concept 
remains nearly unheard of and unrecognised in general society (Brookfield, 2009). The 
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imposter phenomenon can result in consequences such as psychological distress, anxiety, and 
depression (Chrisman et al., 1995; Henning et al., 1998; Topping, 1983), which highlights the 
need for further research into the subject. Through greater understanding of the imposter 
phenomenon, we may be able to find ways to implement appropriate interventions to reduce 
or eliminate its consequences.  
A scarce amount of research exists on the imposter phenomenon in South Africa. 
Only three studies could be found on the relationship between identity and the imposter 
phenomenon, however, these studies concern racial identity (see Erwing, 1990; Erwing, 
Richardson, James-Myers, & Russell, 1996) and ethnic identity (see Lin, 2008) and therefore 
bear little relevance to this study. 
Through extensive research, only one dissertation could be found on the imposter 
phenomenon in South Africa; however, this dissertation focused on the imposter phenomenon 
as a mediator on the relationship between motivation and academic success (see Wells, 2011) 
and therefore also has little relevance as it does not examine the relationship between the 
variables in this study. 
The topic of this study is to examine the mediating effect of work identity and gender 
identity on the relationship between perceived inclusion and the imposter phenomenon 
among male and female employees in South Africa. Although literature exists on each of 
these variables individually or in some combinations, as is evidenced above, no studies have 
been done on the combined relationship between all of these variables. This emphasises the 
importance of this study in order to understand the relationship between the variables.  
1.4. Research Objectives 
It is evident in the sections above that the literature supports a relationship between 
perceived inclusion and the imposter phenomenon in the workplace. This study aims to 
investigate the mediating effect that work identity and gender identity have on the 
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relationship between perceived inclusion and the experience of the imposter phenomenon. 
The main research question posed by this study is to investigate the role of work identity and 
gender identity as mediators of perceived inclusion and the imposter phenomenon, moderated 
by male and female employee groups in the South African workplace. 
1.5. Research Design 
This research study forms part of a greater cross-cultural project (Experiences @ 
Work Study), which will allow for comparisons to be made across different countries, 
regarding the implications of perceived inclusion experienced by male and female employees. 
A quantitative research approach will be used for this study, in which a positivist stance will 
be employed. In a quantitative study, the researcher is required to use statistical measures to 
interpret the data set, in order for inferences to be drawn (Wilson & Maclean, 2011). 
The survey design to be employed is cross-sectional in nature, which refers to data 
being collected at a single point in time (Kahane, 2008). Data will be collected through the 
use of surveys, which will be distributed among male and female participants in South Africa. 
Data will be captured and cleaned by the researcher; thereafter, statistical analysis will be 
performed through the evaluation and assessment of the psychometric properties, descriptive 
statistics, and Multi-Group Structural Equation Modelling (MG-SEM). 
1.6. Chapter Summary and Dissertation Overview 
This chapter presented an overview of the study by providing a general background to 
the relationship between perceived inclusion, work identity, gender identity, and the imposter 
phenomenon. Furthermore, the problem statement, research objective, and research design 
were presented.  
Chapter 2 will provide the literature and theoretical discussions on the constructs 
included in this study, being perceived inclusion, work identity, gender identity, and the 
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imposter phenomenon. Theories associated with these constructs as well as literature on the 
relationship between these constructs will be provided.  
Chapter 3 will focus on the research design for this study, with a particular focus on 
the (1) research approach, (2) research philosophical assumptions, (3) research methodology, 
(4) measurement instruments, (5) statistical analysis, and (6) ethical considerations.  
Chapter 4 will present the results of the statistical analyses as well as an interpretation 
of these results.  
Chapter 5 will provide a discussion of the results from this study, while taking into 
account previous research and literature.  
Lastly, Chapter 6 will present a general conclusion for the study, with a focus on the 
limitations, recommendations, theoretical and practical contributions as well as the 
managerial implications of the study.   
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CHAPTER 2: LITERATURE REVIEW 
2.1. Chapter Introduction 
This chapter will provide an overview of literature regarding perceived inclusion, 
identity and the imposter phenomenon. Firstly, perceived inclusion will be defined and will 
be contextualised through optimal distinctiveness theory. Secondly, the concept of identity 
and the dimensions thereof will be discussed. Identity, more specifically work identity and 
gender identity, will then be discussed in the context of an organisation. Imposter 
phenomenon and its characteristics will be presented, together with an understanding of 
imposter phenomenon in the workplace. Thereafter, a general overview of the South African 
context will be discussed, and lastly, the conceptual model and research questions of the 
study will be presented. The chapter will conclude with a concise reflection of the literature 
presented.  
2.2. Perceived Inclusion 
Perceived inclusion refers to “the degree to which an employee is accepted and 
treated as an insider by others in a work system” (Pelled et al., 1999, p. 1014). It focuses on 
an employee’s sense of belonging to an organisation, based on the degree to which he or she 
feels valued for his or her unique perspective and individual contributions (Lirio, Lee, 
Williams, Haugen, & Kossek, 2008). Optimal distinctiveness theory (ODT) (Brewer, 1991, 
1993; Brewer & Pickett, 1999) will be used to conceptualise perceived inclusion and 
describes perceived inclusion as a function of two needs: belonging and uniqueness (Brewer, 
1991).  
2.2.1. Optimal distinctiveness theory (ODT). ODT was developed in the 1990s by 
Brewer and Pickett (see Brewer, 1991, 1993; Brewer & Pickett, 1999) and proposes that in 
order to satisfy the need for inclusion, an individual must strive to achieve a balance between 
their two opposing needs for belonging and uniqueness.  
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ODT is based on the premise that social identities derive “from a fundamental tension 
between human needs for validation and similarity to others (on the one hand) and a 
countervailing need for uniqueness and individuation (on the other)” (Brewer, 1991, p. 477). 
A central principle of ODT is that these two needs are opposing; that is, as an individual feels 
a greater sense of belonging towards the group, they tend to feel a reduced sense of individual 
uniqueness (Brewer & Roccas, 2001). Similarly, as an individual feels a greater sense of 
individual uniqueness, they tend to feel a reduced sense of belonging towards the group 
(Brewer & Roccas, 2001). 
The need for belonging refers to the motivation to develop and sustain healtthy and 
stable relationships with others (Jansen, Otten, Van der Zee, & Jans, 2014). In order to satisfy 
this need, individuals need to engage in frequent and enjoyable interactions with a group of 
people (Baumeister & Leary, 1995). On the other hand, the need for uniqueness refers to the 
motivation to maintain a distinctive self-concept (Brewer, 1991). In order to satisfy this need, 
an individual must minimise the number of similarities they have with others in terms of their 
unique traits or opinions (Turner, Hogg, Oakes, Reicher, & Wetherell, 1987).  
 
Figure 2.1. Optimal Distinctiveness Model, based on Brewer (1991). 
Belonging 
U
n
iq
u
en
es
s 
Differentiation motive 
Inclusion motive 
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The optimal distinctiveness model proposes that humans are characterised by two 
opposing needs (Brewer, 1991). In general, individuals prefer to be identified with social 
groups that are optimally distinctive, as opposed to social groups that are either too inclusion 
or too unique (Brewer, 2011). If an individual forms part of a social group that is too 
inclusive, this will motivate the individual to adopt a more unique or distinct social identity. 
Conversely, if an individual forms part of a social group that is too unique, this will motivate 
the individual to adopt a more inclusive social identity (Brewer, 2011). According to ODT, 
the optimal level of perceived inclusion exists where the social group allows the employee to 
be both unique as well as different (Brewer & Pickett, 2002). 
Contrary to this, Bettencourt, Molix, Talley, and Sheldon (2006), as well as Hornsey 
and Jetten (2004) found that the need for belonging and inclusion are not opposing. They 
propose that individuals can simultaneously satisfy their need for belonging and uniqueness 
(see Self-determination theory; Deci & Ryan, 1990, 2000) through the role that they occupy 
within a group (Bettencourt et al., 2006) or by becoming a member of a group that allows 
them and encourages them to express their individuality (Hornsey & Jetten, 2004).  
For the purposes of this study, perceived inclusion will be analysed holistically. The 
focus of this study is to examine the mediating effect of work identity and gender identity on 
the relationship between perceived inclusion and imposter phenomenon between male and 
female employees. This study will therefore not be analysing perceived inclusion in terms of 
its two dimensions of belonging and uniqueness, but rather as a holistic construct. 
2.3. Perceived Inclusion in the Work Context 
A limited number of studies have been conducted on perceived inclusion in the 
workplace. Stamper and Masterson (2002) developed the term perceived insider status, 
which refers to the degree to which an employee perceives him- or herself as an 
organisational insider. It is an indication of a sense of belonging to the community of the 
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organisation and explains the relationship between the organisation and the employee 
(Masterson & Stamper, 2003). The results from two studies conducted by Mor Barak and 
Levin (2002) and Mor Barak, Cherin, and Berkman (1998) found that among a group of 
employees, male employees were more likely to experience perceived inclusion than their 
female counterparts.  
2.4. Definition of Identity 
Identity refers to those characteristics or traits an individual possesses that make them 
different from and similar to others (Adams, Van de Vijver, de Bruin, & Bueno Torres, 
2014). Identity is a multidimensional concept (Schwartz, Montgomery, & Briones, 2006) that 
encompasses an individual’s psychological outlook, biological characteristics, and the social 
roles that he or she occupies on a daily basis (Schwartz, Vignoles, & Luyckx, 2011). It is a 
conscious and unconscious process through which individuals define their personal, social, 
and relational self-concepts (Ferguson, 2009). This study will focus primarily on two types of 
identity, namely work identity and gender identity. Work identity encompasses all three 
dimensions of identity, being personal, social and relational identity, whereas gender identity 
encompasses only social identity. 
2.4.1. Dimensions of identity. There are three dimensions that assist in broadening 
our understanding of identity (Adams, 2014). These three dimensions are personal identity, 
social identity, and relational identity, and are all interrelated (Adams, 2014). Essentially, 
these dimensions attempt to define an individual in relation to themselves, as a member of a 
group, and in terms of the societal roles they perform (Adams et al., 2014).  
2.4.1.1. Personal identity.  From an early age, individuals are expected to create a 
sense of personal identity; that is, to determine who they wish to be and what they wish to do 
when they grow up (Taylor, 1997). Personal identity refers to individuals’ unique 
characteristics that differentiate them from one another (Kreiner, Hollensbe, & Sheep, 2006). 
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Taylor (1997) describes these characteristics as involving one’s personal goals, beliefs, and 
attitudes. Personal identity refers to what an individual stands for, what he or she strives for 
in life, and what he or she considers important. It encompasses one’s aspirations for the 
future and provides an individual’s life with a sense of purpose and direction (Côté, 1993). 
Erikson (1950) was one of the first researchers to develop a theory on identity. 
Erikson (1950) proposed that identity is a lifelong process; however, one that gains 
momentum during adolescence because that is the time when young adults are given the 
opportunity to reflect on what they want to be when they grow up, what type of a person they 
would like to marry, and the values and beliefs by which they wish to live. This period of 
reflection is referred to as psychosocial moratorium (Erikson, 1968) and has been further 
elaborated on by other researchers who found that adolescents tend to spend their late 
twenties travelling the world, experimenting with different substances, and engaging in 
sexual relationships (Arnett, 2005; Arnett, Hendry, Kloep, & Tanner, 2011).  
2.4.1.2. Relational identity.  Relational identity refers to an individual’s role in 
relation to another person (Sluss & Ashforth, 2007). Schwartz et al. (2011) define relational 
identity as the way in which an individual identifies themselves in relation to the societal 
roles that they occupy daily. Typical societal roles that an individual can play include the role 
of being a mother, wife, employee, or child. Additionally, these roles can be defined and 
located within interpersonal spaces, within families, as well as within the roles that they play 
in society (Thatcher & Zhu, 2006).  
According to Chen, Boucher, and Kraus (2011), there are four assumptions about an 
individual’s relational identity. Firstly, individuals’ relational identity is rooted in their 
memory and knowledge regarding the context of their relationships with their significant 
others (Chen et al., 2011). Secondly, an individual’s relational identity exists at multiple 
levels of specificity: relationship-specific relational identity describes an individual’s self in 
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relation to other; generalised relational identity refers to the overall depiction of an 
individual’s self in a variety of different contexts; and global relational identity refers to an 
individual’s formulation of the self as a general class of individuals in relation to a significant 
other (Chen et al., 2011). The third assumption is that the activation of an individual’s 
relational identity is influenced by immediate contextual cues that denote the actual or 
symbolic presence of a significant other (Chen et al., 2011). Lastly, an individual’s relational 
identity is believed to contain emotional materials, goals and motives, self-regulatory 
approaches, and behavioural tendencies (Chen et al., 2011). That is, relational identity 
incorporates an individual’s positive and negative evaluations of the self in relation to his or 
her significant other, the goals that an individual tries to pursue in relation to a significant 
other, the self-regulatory strategies an individual uses when communicating with a significant 
other and the behaviour one shows towards a significant other (Chen et al., 2011).   
2.4.1.3. Social identity.  Social identity refers to the portion of an individual’s self-
identity that can be attributed to one’s perception of membership of a particular social group 
(Brewer, 1991; Hogg & Terry, 2000). It refers to the identification with a social group that 
possesses similar ideologies and characteristics to that of an individual (Ashmore et al., 
2004). Tajfel (1981) defines social identity as “that part of an individual’s self-concept which 
derives from his knowledge of his membership of a social group … together with the value 
and emotional significance attached to that membership” (p. 255). An individual’s perception 
and knowledge about his or her placement in a social group constitutes one’s social identity 
(Hamilton, 1981). There are two theories that play a role in the development of social 
identity, namely the social identity theory (SIT), developed by Tajfel (1981) and Tajfel and 
Turner (1979) as well as the self-categorisation theory (SCT), developed by Turner et al. 
(1987). 
17 
 
2.4.1.3.1. Social identity theory (SIT). The SIT proposes that individuals develop their 
identity in accordance with the social groups with whom they identify (Tajfel & Turner, 
1979). According to SIT, an individual assumes a social identity in a group context by 
assigning traits in terms of group membership (Hogg, Terry, & White, 1995), as well as 
adopting behaviours that are in line with those of the in-group (Brown, 2000). This involves 
displaying bias behaviour towards those of the in-group (individuals who are perceived to be 
members of a certain social group) and discriminating against those of the out-group 
(individuals who are perceived to be a non-member of a certain social group) (Hogg & Terry, 
2000). 
 It is possible, however, for individuals to belong to various social groups, with these 
group memberships having no influence on their social identity (Forsyth, 2014). In order for 
this membership to contribute to an individual’s social identity, the individual must identify 
with these social categories and accept the group as an extension of him- or herself (Hogg & 
Terry, 2000). Individuals categorise themselves and others in relation to specific social 
groups, as this assists them to obtain a greater understanding regarding which social group 
they relate to (Ashforth & Mael, 1989). This has led to the development of the self-
categorisation theory (SCT), developed by Turner et al. (1987), which will be discussed 
below.  
2.4.1.3.2. Self-categorisation theory (SCT). Self-categorisation theory (Turner et al., 
1987) describes how individuals perceive themselves and others to form part of specific 
social groups and the implications of this categorisation (Haslam, 1997). This theory focuses 
on social categorisation by seeking to explain the cognitive process by which an individual 
identifies with a group (Hogg & Reid, 2006). According to SCT, social categories form the 
basis of the social world that is enriched with meaning (Hogg & Terry, 2000). Categorisation 
of individuals results in the formation of in-groups and out-groups (Hogg, 2001). According 
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to Turner et al. (1987, p. 50), “people come to see themselves more as the interchangeable 
exemplars of a social category than as unique personalities defined by their individual 
differences from others”. Thus, social categorisation can result in deindividuation of an 
individual due to self-stereotyping. Deindividuation in this context does not refer to a loss of 
self but rather a reconsideration of the self in terms of group membership (McGarthy, 1999). 
This means that the individual establishes behaviours and beliefs according to the norms and 
needs of a salient in-group (Haslam, Reicher, & Platow, 2011). 
2.5. Aspects of Identity in the Work Context 
For the purpose of this study, the organisation will act as the macro-environment that 
influences an individual’s identity. This research study will focus on work identity, which 
incorporates all three dimensions of identity (personal, social, and relational) as well as 
gender identity, which draws on only the social dimension of identity. These two types of 
identity will act as the mediating variables, to establish a relationship between perceived 
inclusion and the imposter phenomenon.  
2.5.1. Work identity.  Work identity can be defined as an individual’s self-concept of 
who he or she is in the workplace, based on how one interacts and the behaviours one 
exhibits in the workplace (Buche, 2003). According to Walsh and Gordon (2007, p. 2) work 
identity is “a work-based self-concept, constituted of a combination of organizational, 
occupational and other identities, that shapes the roles individuals adopt, together with the 
corresponding ways in which they behave when performing their work in the context of their 
jobs and/or careers”. As adults, we need to work and we attain an identity through the work 
that we do (Baugher, 2003). Individuals are defined by what work they do and how they do it, 
and so their daily work naturally forms part of their self-concept (Alvesson, 2001; Gini, 
1998).  
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According to Walsh and Gordon (2007), individuals construct their work identity by 
integrating the identity offered by membership of various social groups—specifically 
membership in their organisation and occupation. They state that  
in an effort to maintain and enhance a positive work-related self-image, when creating 
their work identity, individuals will be more likely to use the identities of the work 
groups that offer them the greatest perceived levels of distinction and status 
enhancement. (Walsh & Gordon, 2007, p. 8)  
Individuals may use both the distinction and status of the organisation’s identity and 
the occupation’s identity to create their work identity (Grey, 1998). When individuals 
perceive membership in both their organisational and occupational identities, and both of 
these identities offer enhanced status and distinction, it is likely that these memberships will 
comprise a significant portion of their work identity (Walsh & Gordon, 2007). For example, 
an individual who is a renowned chief executive officer at a prestigious multi-national 
organisation is likely to have a professional work identity. 
As mentioned previously, work identity incorporates all three dimensions of identity, 
being personal, relational, and social identity. It is influenced by other identities external to 
the workplace, such as being a mother, father, male, or female (Smith, 2011). These different 
identities hold a variety of demands and may become a possible source of conflict; for 
example, a mother who is also a manager and may have to fetch her children from school 
while simultaneously being required to attend a meeting. Work identity involves the 
negotiation between internally held identities with the common expectations associated with 
other (Ybema et al., 2009).  
2.5.2. Gender identity. Gender is a central feature of society and contributes a 
significant proportion to the development of one’s self-identity (Morrow, 2006). To 
understand the term gender identity, it is essential to differentiate between the concepts of sex 
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and gender. Sex refers to the biological and physiological features with which individuals are 
born that classify them as being either male, female, or intersexed (World Health 
Organisation [WHO], 2016). On the other hand, gender refers to the socially developed roles 
to which men and women are expected to conform by society, classifying them as either 
masculine (associated with males) or feminine (associated with females; Morrow, 2006; 
WHO, 2016). 
A gender role, otherwise known as a sex role, is a social role covering a variety of 
behaviours and attitudes that are considered as acceptable and desirable for individuals to 
display based on their perceived sex (Alters & Schiff, 2009). Gender roles influence 
individuals’ self-concepts and gender identities arise because most individuals internalise 
some of the cultural meanings associated with their sex (Wood & Eagly, 2009). Gender 
identity is reflected in the degree to which an individual’s behaviour is considered masculine 
or feminine; however, one’s gender identity might not correspond with one’s biological sex. 
In addition to the traditional masculine and feminine gender identities, alternative, less 
familiar gender identities exist, including intergender, which refers to an individual whose 
gender identity is a combination of male and female or includes a third sex, and transgender, 
whereby an individual rejects their biological sex (Wood & Eagly, 2009). 
Gender identity encompasses an individual’s knowledge of membership of a gender 
group, feelings of compatibility with one’s gender group, attitudes towards one’s gender 
group; and felt pressure for gender conformity (Egan & Perry, 2001). Although different 
societies and cultures have different expectations regarding the tasks and behaviours that men 
and women are expected to perform, they all allocate these roles on the basis of sex (Barry, 
Bacon, & Child, 1957). For the purposes of this study, the researcher will not be examining 
what type of gender identity the participants hold, but rather the extent to which they feel 
associated with their gender identity.  
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2.6. Perceived Inclusion, Work Identity & Gender Identity 
Due to the fact that perceived inclusion is associated with high levels of self-esteem 
(see sociometer theory: Leary & Baumeister, 2000; Leary et al., 1995), we assume that all 
individuals seek to experience perceived inclusion while taking into account all aspects of 
their identity, including their work identity and gender identity. For this study, it is expected 
that there will be a positive relationship between perceived inclusion and work identity, as 
well as perceived inclusion and gender identity for both male and female sample groups.  
2.7. Conceptualisation of the Imposter Phenomenon 
The imposter phenomenon (also known as the imposter syndrome, imposter 
experience, or fraud syndrome) refers to feelings of self-doubt, anticipated failure and 
intellectual inadequacy (Nelson, 2011). Clance and Imes (1978) coined the term imposter 
phenomenon while studying highly successful female professionals who were unable to 
envision themselves as being talented. Individuals who experience the imposter phenomenon 
(otherwise known as imposters) experience feelings of incompetence and believe that they 
have deceived others about their abilities (Langford & Clance, 1993). They view their 
accomplishments as a result of being accidental, for having worked harder than others, or by 
manipulating the impressions of others (Langford & Clance, 1993). The imposter 
phenomenon results in feelings of anxiety and self-doubt and limits the acceptance of success 
as an outcome of one’s own ability (Sakulku & Alexander, 2011). 
No consensus has been reached regarding whether the imposter phenomenon occurs 
only in successful individuals or all individuals. Clance and Imes (1978) believe that the 
imposter phenomenon is only experienced in high-achieving individuals; however, Harvey 
(1981) argues that the imposter phenomenon can be experienced by anyone who fails to 
internalise their success. Consistent with Harvey’s (1981) belief, Gravois (2007) proposes 
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that the imposter phenomenon has been or will be experienced by 70% of people at least once 
in their lives, implying that this experience is not limited to those who are highly successful.  
2.7.1. Characteristics of the imposter phenomenon. Clance (1985) proposes that 
there are six characteristics of the imposter phenomenon; however, the existence of these 
characteristics may differ among imposters. A minimum of two characteristics should be 
found in a person who is classified as an imposter. The six characteristics are “(1) the 
imposter cycle, (2) the need to be special or to be the very best, (3) superman/superwoman 
aspects, (4) fear of failure, (5) denial of competence and discounting praise, and (6) fear and 
guilt about success” (Clance, 1985, p. 25).  
The first, imposter cycle, is the most important characteristic of the imposter 
phenomenon (Sakulku & Alexander, 2011) and refers to a psychological experience that is 
capable of interfering with an individual’s psychological well-being (Clance, 1985). The 
imposter cycle describes the common experience of an imposter, starting when an individual 
is provided with any achievement-related task or opportunity (Clance, 1985). These tasks 
differ according to the context of the individual and could include a university assignment or 
employment-related task. Individuals who experience imposter feelings will immediately 
experience feelings of anxiety, self-doubt, and worry, once presented with this task (Clance, 
1985). These feelings are known as anxiety-related symptoms and commonly experienced 
among individuals with imposter feelings (Thompson et al., 2000). Imposters will react in 
one of two ways: either they will be extremely over-prepared, or at first they will 
procrastinate, followed by frantic preparation (Thompson et al., 2000). Once the task has 
been completed, individuals may experience an initial sense of relief and achievement; 
however, these feelings do not last for very long (Sakulku & Alexander, 2011). If imposters 
receive positive feedback on their successful accomplishment of the task, they will deny that 
their success is associated to their personal ability (Sakulku & Alexander, 2011). If an 
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imposter over-prepared for the task, they will attribute their success to hard work, whereas if 
an imposter initially procrastinated, they will attribute their success to luck (Sakulku & 
Alexander, 2011). The imposter cycle is repeated when an individual is presented with a new 
achievement-related task, which once again generates feelings of self-doubt and results in 
high levels of anxiety.  Over-preparation becomes strenuous when the amount of time and 
energy invested in the completion of the task exceeds the time and energy required to 
produce reasonable quality (Clance, 1985). This over-preparation interferes with the 
individual’s day-to-day life as time is not evenly distributed among all of his or her priorities, 
and too much time is then allocated to the completion of this task (Sakulku & Alexander, 
2011). Imposters recognise this unhealthy pattern but believe that they will become a failure 
if they do not follow this working style (Sakulku & Alexander, 2011). 
The second characteristic is the need to be the very best and refers to an imposter’s 
desire to do the very best in a task, compared to peers or colleagues (Sakulku & Alexander, 
2011).  
The third characteristic is superwoman or superman aspects. Imposters set extremely 
high and almost impossible standards for themselves, and expect to do so flawlessly (Imes & 
Clance, 1984).  
Clance & O’Toole (1988) assert that fear of failure (the fourth characteristic) is the 
underlying motive for most imposters. Imposters view failure as not performing in 
accordance with their high expectations, as this failure precipitates feelings of disgrace and 
humiliation (Clance, 1985).  
The fifth characteristic is a denial of competence and discounting praise. Imposters 
have difficulty internalising their success and acknowledging praise as valid (Sakulku & 
Alexander, 2011). They attribute any form of success to external factors, such as hard work 
or luck (Thompson et al., 1998).  
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Lastly, fear and guilt about success describes imposters’ being frightened that this 
success might lead to heightened expectations from the people around them, feelings of 
uncertainty about their ability to maintain their current level of performance (Clance, 1985). 
They believe that higher expectations will reveal their intellectual inadequacy (Sakulku & 
Alexander, 2011). 
2.8. Imposter Phenomenon in the Work Context 
According to Cherniss (1980) and Polach (2004), the imposter phenomenon is 
commonly experienced by employees in the workplace. It is typically experienced when an 
employee enters a new position or workplace but can also be experienced by current 
employees working in new or different work teams or business units. The challenges 
associated with entering a new organisation can explain the increasing turnover rate among 
new professionals (Saks, Uggerslev, & Fassina, 2007). The imposter phenomenon can also 
present a challenge for current employees as they progress through more meaningful careers 
and are consequently faced with what they perceived to be as more experienced colleagues 
(Arnett, 2000; Polach, 2004). In the context of an organisation, the imposter phenomenon can 
hinder an individual’s potential for growth and development for the future.  
The imposter phenomenon is found to affect individuals who are likely to perceive 
themselves to be outsiders in the workplace (Bennett, 2017). Originally, the imposter 
phenomenon was studied among high-achieving females as researchers found that females 
had higher correlations to feelings related to the imposter phenomenon than their male 
counterparts (Clance & Imes, 1978). This is especially true for females who are in industries 
where society tells them they do not belong, such as science, technology, engineering, and 
mathematics (McIntosh, 1985). In addition, if females are rewarded to a senior position in the 
organisation, they often feel as if they were rewarded based on their personality rather than 
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experience or skills (Hoang, 2015). The lack of female role models in senior positions results 
in women’s questioning their skills and abilities to hold such positions (Hoang, 2015).  
Contrary research has found that men experience the imposter phenomenon similarly 
to women (Harvey, 1981; Imes, 1979; Lawler, 1984; Topping, 1983). The reason for this is 
because males feel compelled to occupy ‘masculine’ positions in society and so they avoid 
traditionally female positions such as teaching and nursing (Topping, 1983). Men are afraid 
of the perception that they will create by occupying an atypical male role and believe that this 
will result in their sexuality being questioned (Harvey & Katz, 1985). Therefore typical 
imposter feelings that males will experience include being thought incompetent, untalented, 
or unacceptable towards society (Hoang, 2015).  
2.9. Work Identity, Gender Identity & the Imposter Phenomenon 
According to Kroger (1997), males and females use comparable developmental 
processes when developing their sense of identity. However, certain environmental factors 
affect this process, resulting in identity differences between genders (Kroger, 1997). 
Consequently, the importance of work identity and gender identity will be different for males 
and females. 
Traditional societal norms and gender roles influence the types of identities that males 
and females are expected to adopt. For example, males are expected to uphold on a work 
identity that is more self-sufficient and goal-directed, whereas females are expected to 
develop their work identities around their interdependent relationships with others (Dick & 
Metcalfe, 2007). Furthermore, males are expected to adopt a masculine gender identity, 
whereas females are expected to adopt a feminine gender identity (Wood & Eagly, 2009). 
Although no studies can be found on the relationship between work identity and the 
experience of the imposter phenomenon, Clance and Imes (1978, p. 1) found that the 
imposter phenomenon is experienced by males who appear to be “more in touch with their 
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feminine qualities”. It is likely that the imposter phenomenon will also be experienced by 
females who are more in touch with their masculine qualities. Although this study does not 
examine an individual’s gender role orientation, it expected that there will be a negative 
relationship between gender identity and the imposter phenomenon for both males and 
females.  
2.10. Perceived Inclusion & the Imposter Phenomenon 
No studies were found on the relationship between perceived inclusion and the 
imposter phenomenon; however, since a lack of perceived inclusion is associated with low 
levels of self-esteem (see Sociometer Theory: Leary & Baumeister, 2000; Leary et al., 1995), 
and low levels of self-esteem is a predictor of the imposter phenomenon (Sonnak & Towell, 
2001), it is assumed that there will be a negative relationship between perceived inclusion 
and the experience of the imposter phenomenon. It is important to note, however, that this 
direct relationship will not be examined and that the focus of this study is rather on the 
mediating effect that the variables have on the direct relationship. 
2.11. Perceived Inclusion, Work Identity, Gender Identity & the Imposter Phenomenon 
The objective of this study is to examine the mediating effect of work identity and 
gender identity on the relationship between perceived inclusion and the imposter 
phenomenon, as moderated by males and females. No previous studies have been conducted 
on this relationship and so it is expected that work identity and gender identity partially 
mediate the relationship between perceived inclusion and the imposter phenomenon for both 
males and females. 
2.12. Contextualisation of the Study 
South Africa, the southmost country in Africa, is known as the ‘rainbow nation’ due 
to its diverse population (Baines, 1998). Its population is close to 56 million people of 
different origins, cultures, religions and languages, 27.38 million of whom are male and 
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28.53 million of whom are female (StatsSA, 2016). Research shows that the most social 
groups in South Africa are formed on the basis of race, sex, and language (Booysen, Nkomo, 
& Beaty, 2003; Bornman, 1999; Cilliers & May, 2002). The four main racial groups in South 
Africa are the Black, Coloured, White, and Indian populations. To cater for South Africa’s 
diverse people, the Constitution (South Africa, 1996) accounts for 11 official languages, 
which co-vary according to the different racial groups in South Africa. English is the 
“unofficial official language of choice for business” (Booysen, 2007, p. 3) and so for the 
purpose of this study, this will be the language used to administer the survey questions in the 
context of South Africa.  
Chapter 2 Section 9 of the South African Constitution guarantees equal treatment for 
all and prohibits discrimination on the basis of established grounds including but not limited 
to sex, gender, race, age, and religion (Western Cape Government, 1996). In addition, the 
Employment Equity Act (Act No. 55 of 1998) prohibits discrimination in employment by 
ensuring equitable representation and treatment of all individuals (Department of Labour, 
1998). Therefore, South Africa’s legislation promotes and encourages the inclusion of all 
individuals in the workplace, regardless of their identities. Furthermore, South Africa’s work 
environment is said to be the most heterogeneous environment within a community as 
interaction is made among a variety of people of different social identities (Byrne, 1971; 
Nkomo & Stewart, 2006; Smith, Peterson, & Schwartz, 2002). Apartheid brought about 
radical changes to identity in South Africa, which consequently impacted on identity in the 
workplace (Luthans, Van Wyk, & Walumba, 2004; Rautenbach, 2005). The workplace is an 
ideal context to study perceived inclusion with respect to individuals’ identities and the 
consequences that this has on the experience of the imposter phenomenon in South Africa. 
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2.13. Research Questions and Conceptual Model 
No studies have been conducted on the relationship between perceived inclusion and 
the imposter phenomenon; however, literature supports the existence of a relationship 
between the variables. An employee who perceives him- or herself to be excluded or 
discriminated against by other employees on the basis of work identity and gender identity, 
will experience feelings such as incompetence and inadequacy, which is associated with the 
imposter phenomenon (Leary et al., 1995). To answer the main research question, “Does 
work identity and gender identity mediate the relationship between perceived inclusion and 
the imposter phenomenon among male and female employees in the South Africa 
workplace?”, five research questions will be investigated. The questions and the rationale 
behind their formulation will be given in the sections that follow. 
No studies have been conducted on the relationship between perceived inclusion and 
work identity among male and female employees in South Africa. The results from one study 
conducted in the Netherlands found a positive relationship and strong association between 
perceived inclusion and work identity (Van Kappel, 2016). It is therefore expected that there 
will be a positive and significant relationship between perceived inclusion and work identity. 
This relationship is likely to manifest in the same manner for male and female employees. 
Research Question 1: How does perceived inclusion inform work identity across male 
and female employees? 
 
Although no studies were found on the relationship between perceived inclusion and 
gender identity among male and female employees in South Africa, it is expected that there 
will be a positive and significant relationship between perceived inclusion and gender 
identity. This relationship is likely to manifest in the same manner for male and female 
employees. 
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Research Question 2: How does perceived inclusion inform gender identity across 
male and female employees? 
 
No studies have been conducted on the relationship between work identity and the 
imposter phenomenon among male and female employees in South Africa. It is expected that 
there will be a positive relationship between work identity and the imposter phenomenon. It 
is also expected that this experience will be more significant for male employees than female 
employees. 
Research Question 3: How does work identity inform the experience of the imposter 
phenomenon across male and female employees? 
 
No studies have been conducted on the relationship between gender identity and the 
imposter phenomenon among male and female employees in South Africa. Research shows 
that the imposter phenomenon is more widely experienced by under-represented people. It is 
expected that there will be a negative relationship between gender identity and the imposter 
phenomenon. This is likely to manifest in the same manner for both male and female 
employees. 
Research Question 4: How does gender identity inform the experience of the imposter 
phenomenon across male and female employees? 
 
No studies have been conducted on the mediating effect of work identity and gender 
identity on the relationship between perceived inclusion and the imposter phenomenon on 
male and female employees. It is likely that work identity and gender identity will partially 
mediate the relationship between perceived inclusion and the imposter phenomenon for both 
male and female employees. 
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Research Question 5: How does work identity and gender identity mediate the 
relationship between perceived inclusion and the imposter phenomenon for male and female 
employees? 
    
Figure 2.2. Conceptual model of the partial relationship between perceived inclusion, work 
identity, gender identity and the imposter phenomenon 
 
2.14. Chapter Summary 
The aforementioned research questions support the aim of this study, which is to 
examine the mediating effect of work identity and gender identity on the relationship between 
perceived inclusion and the imposter phenomenon. The current chapter presented the 
rationale of the study, through a comprehensive review of past literature on perceived 
inclusion, work identity, gender identity, and the imposter phenomenon. Thereafter, a 
conceptual model was used to examine the relationship between the variables as well as to 
bring forth the research questions. Chapter 3 will elaborate on the research design adopted for 
the study. 
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CHAPTER 3: RESEARCH DESIGN 
3.1. Chapter Introduction 
This chapter will elaborate on the research design used in this study. Firstly, the 
research approach used in this study will be discussed. Secondly, the research philosophical 
assumptions will be addressed, with reference to the ontological and epistemological 
orientation as well as the research paradigm of the study. Thirdly, the research methodology 
will be presented, taking into account the procedure and sampling strategy that the study will 
follow. Fourthly, the measuring instruments that will be used to assess the variables in the 
study will be identified. Fifthly, the statistical analysis will be discussed and lastly, the ethical 
considerations that will be undertaken for the purpose of this study will be explained. 
3.2. Research Approach 
For the purpose of this study, a quantitative research approach was used to understand 
the relationship between inclusion, identity, and the imposter phenomenon within the South 
African context. This type of a research approach does not consider the researcher to be an 
important variable in the study (Tubey, Rotich, & Bengat, 2015) and the researcher has 
therefore remained detached from the research in order to produce results that are as objective 
as possible. Quantitative research aims to minimise researcher bias and subjectivity (Evans, 
2012) with the aim of generalising the results to the population of interest. A cross-sectional 
survey design was used, which involves the collection of data at a single point in time (Levin, 
2006). Standardised questionnaires were distributed among sample participants in South 
African and statistical techniques were used to analyse the results and draw inferences. 
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Figure 3.1. Research design flow diagram (Adopted from Donaldson, 2011). 
3.3. Research Philosophy 
A research philosophy refers to the assumptions that are made in the collection, 
analysis and further use of data (Avramidis & Smith, 1999). A research philosophy is made 
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up of an ontology, epistemology, and research paradigm. In the following sections, the 
ontological and epistemological orientations will be explicated, as well as the research 
paradigm that has been chosen for this study. 
3.3.1. Ontological orientation. An ontological orientation can be regarded as the 
foundation of the world (Creswell, 2003). Ontology relates to the nature of a phenomenon 
and the definitions of that reality. Guba (1990) and Creswell (2003) describe ontology as a 
branch of philosophy concerned with identifying the nature of one’s reality. Ontology refers 
to the assumptions that researchers make in their quest to discover new knowledge 
(Schwandt, 2007). Due to the fact that the design of this study is quantitative in nature, a 
realist ontological orientation was adopted (Avramidis & Smith, 1999). Realist ontology 
refers to the belief that a real world exists “out there” and is governed by fixed laws (Guba, 
1990). The world exists to be discovered and the main objective is to control and predict the 
occurrence of phenomena.  
3.3.2. Epistemological orientation. An epistemological orientation stems from an 
ontological orientation (Creswell, 2003). Epistemology refers to a researcher’s beliefs about 
knowledge and how it is obtained (Hirschheim, 1992). Epistemology concerns the study of 
knowledge and its philosophical assumptions (Audi, 2003; Rescher, 2003). The quantitative 
nature of this study called for an objective epistemological orientation to be used. This 
orientation is based on the premise that reliable knowledge is obtained through the direct 
observation of phenomena (Lincoln & Guba, 2000; Neuman, 2003). The aim of this scientific 
approach was to create the most objective methods to obtain the most accurate and true 
representation of reality (Ulin, Robinson, & Tolley, 2004). 
3.3.3. Research paradigm.  A paradigm can be defined as “a set of interrelated 
assumptions about the social world which provides a philosophical and conceptual 
framework for the organised study of that world” (Filstead, 1979, p. 34). Following the 
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ontological and epistemological orientation, a positivist research paradigm was chosen for 
this study, with the objective of examining the mediating effect of work identity and gender 
identity on the relationship between perceived inclusion and the imposter phenomenon. 
According to Guba (1990), once a study is dedicated to a realist ontology, the positivist is 
compelled to practise an objective epistemology. A positivist research paradigm was used, 
which entails developing a hypothesis (or hypotheses) and testing it using statistical 
techniques with the aim of obtaining results that can be used to validate the stated hypothesis 
(Xingping, 2002).  
3.4. Research Methodology 
3.4.1. Research procedure.  Data was collected from various organisations based in 
South Africa. The distribution of questionnaires was done in both a hard copy and electronic 
format, depending on the individual and organisational preferences. Qualtrics (2005) and 
Typeform (Muñoz, & Okuniev, 2012), two online software programs, were used to distribute 
the electronic questionnaires for the purposes of this study. Qualtrics was originally used as 
the online software to collect data; however, after it malfunctioned, the researcher replaced it 
with Typeform. The questionnaire was only distributed to individuals who met the inclusion 
criteria of the study. Inclusion criteria may be regarded as the traits participants must possess 
in order to be included in the study (Guba & Lincoln, 1994). Inclusion criteria are utilised to 
increase the strength of evidence of the study (Holton & Swanson, 2005). For the purposes of 
this study, participants had to meet the following three inclusion criteria: be South African 
(either born in South Africa or have been living in South Africa for a minimum period of ten 
years), have at least one year of work experience, and demonstrate a good understanding of 
the English language. 
Before commencing with the questionnaires, participants were briefed on the purpose 
of the study and they provided consent to partake. For those participants who filled out the 
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hard copy questionnaire, once complete, their responses were sealed in an envelope, returned, 
and captured by the researchers. Responses from the online survey were downloaded and 
stored in a password-secured folder. The electronic password was only made available to the 
researchers and their respective supervisors. The participants were not required to enter any 
identifying information online; however, the hard copy version provided the participants with 
the option to include their name and surname. The data was collected over the period 
September 2017 to January 2018. Once all the data was captured, a statistical analysis was 
carried out by the primary industrial psychology Master’s researcher at the University of 
Johannesburg, South Africa. 
3.4.2. Sampling strategy and participants. Non-probability sampling strategies 
were utilised in this study, which involves strategically selecting participants based on some 
form of process, as opposed to selecting them at random (Sandelowski, 1995). The types of 
non-probability sampling strategies that were used for this research study include purposive 
sampling and snowball sampling. Purposive sampling involves selecting participants from the 
population of interest who meet the inclusion criteria for the purpose of a study (Etikan, 
Abubakar, & Alkassim, 2016). Snowball sampling is the process whereby participants inform 
the researcher about other participants who may meet the specified criteria of the study (Frey, 
Botan, & Kreps, 2000) and be approached for participation. For both types of sampling 
strategies, the candidates had to meet the inclusion criteria of the study to qualify as 
participants.  
A total of 465 questionnaires were completed by male and female employees in South 
Africa. From this original sample size, 142 responses were removed for the following 
reasons. First, 118 responses were removed as the respondents did not complete a minimum 
of 89% of the questionnaire (out of 156 questions, the respondents had to complete at least 
139 questions or more). Second, 15 responses were removed as the respondents did not meet 
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the inclusion criteria of having a minimum of one-year’s work experience. Lastly, 9 
responses were removed as the respondents had not resided in South Africa for 10 or more 
years. The final sample (n = 323) consisted of male (36.2%, Mage = 36.43, SD = 13.95) and 
female (62.8%, Mage = 36.39, SD = 12.33) employee responses. Table 3.1 provides an 
overview of the characteristics of the sample’s participants. 
The last descriptor to be mentioned is education. In South Africa, the educational 
system is divided into three bands of education: General Education and Training (GET), 
Further Education and Training (FET), and Higher Education and Training (HET) (Nuffic, 
2015). For the purposes of this study, educational levels were categorised in terms of low (1), 
medium (2), and high (3) levels of education. Low levels of education referred to the GET 
band, which included participants who obtained a Grade 9 (Std 7) level of education. Medium 
levels of education comprised those in the FET band and included participants who obtained 
a Grade 12 (Matric) level of education. High levels of education comprised the HET band, 
which included participants who had obtained one of the following: Certificate (post-school); 
Diploma; Bachelor’s degree; Honours degree; Master’s degree; or Doctorate.  
Within the male group, 1.3% had a low level of education, 15.2% had a medium level 
of education, and 19.6% had a high level of education. Within the female group, 0.6% had a 
low level of education, 17.7% had a medium level of education, and 43.5% had a high level 
of education. In total, a majority (63.3%) of the sample group had a high level of education. 
There were 7 respondents whose educational information was missing, and in total this 
missing information contributed 2.2% of the total sample size.  
Upon running cross tabulation on gender and education, no significant differences 
were found among groups as the level of significance was greater than .05 (χ2 (8, N = 316) = 
11.58, p = .17). One-way analysis of variance (ANOVA) indicated no statistically significant 
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differences between gender and age (F (1, 313) = .00, p = .98) and gender and tenure 
(F (1, 114) = 2.90, p = .10).  
Table 3.1 
Sample Descriptive Statistics 
Characteristics Male SA Female SA Missing Total 
Sample size (n) 117 203 3 323 
Mean age (SD) 36.43(13.95) 36.39(12.33) 40.00(15.00) 36.44(12.92) 
Gender (%) 36.2 62.8 0.9 100 
Education Level (%)     
Low education level 1.3 .6  1.9 
Medium education level 15.2 17.7  32.9 
High education level 19.6 43.5  63.3 
 
3.5. Measurement Instruments 
3.5.1. Biographical questionnaire. A biographical questionnaire was administered to 
obtain demographic information, such as respondents’ gender, age, ethnicity, level of 
education, and tenure. 
3.5.2. Perceived inclusion. Perceived inclusion was measured by nine items, derived 
from the Uniqueness Scale developed by Salib (2014) and the Perceived Insider Status (PIS) 
Scale developed by Stamper and Masterson (2002). The combination of these two 
instruments best conceptualises the optimal distinctiveness theory (Brewer, 1991). The items 
were measured using a 7-point Likert type scale with responses ranging from 0 (Never) to 
6 (Always). Examples of items include “My work team makes me believe that I am included 
in it” and “My individual talents are valued in my work team”. In a previous study, the 
Cronbach alpha (α) reliability coefficient was reported as .94, which is considered to be 
acceptable (Nunnally & Bernstein, 1994). 
3.5.3. Work identity. The Tilburg Scale for Work Identity Commitment and 
Reconsideration of Commitment (TWIS-CRC) (Adams et al., 2016) was used to assess 
respondents’ work identity. The measure assesses work identity commitment within the 
framework of the tridimensional model of identity, which contextualises work identity 
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against three dimensions, namely personal, social, and relational identity. The instrument 
consists of 12 items measured on a 5-point Likert-type scale with responses ranging from 
1 (Strongly disagree) to 5 (Strongly agree).  
The instrument has two subscales, namely work identity commitment and work 
reconsideration of work identity commitment (Adams et al., 2016; Crocetti, Schwartz, 
Fermani, & Meeus, 2010; Erikson, 1968). The first subscale, work identity commitment, 
refers to the extent to which individuals regard their work as being an important part of their 
self-concept, as well as the extent to which they experience a sense of belonging at work. The 
second subscale, work reconsideration of work identity commitment, refers to the extent to 
which individuals re-evaluate their work commitments and are open to new work-related 
possibilities (Adams et al., 2016). Examples of items include “I am optimistic because of my 
work” and “I am looking for a different line of work” (Adams et al., 2016). The reliability 
indicator was reported to range from α = .89 to .93, indicating excellent levels of internal 
consistency (Adams et al., 2016).  
3.5.4. Gender identity. The Gender Identity Measure for the Experiences @ Work 
Project (Masondo, in progress) was used to assess the respondents’ gender identity. The 
measurement seeks to evaluate an individual’s self-perception and identification with a 
particular gender, and his or her subsequently adhering to either feminine or masculine 
stereotypes. The instrument consists of 6 items, rated on a 5-point Likert scale ranging from 
1 (Strongly disagree) to 5 (Strongly agree). Examples of items include “I feel a bond to other 
people of my gender” and “Being a man/woman is an important part of how I see myself”. 
The Cronbach α was reported to range from .73 to .82, indicating high internal consistency in 
the South African context (Masondo, in progress). 
3.5.5. Imposter phenomenon. The Clance Imposter Phenomenon Scale (CIPS) 
(Clance, 1985) was used to assess whether employees in this study experienced the imposter 
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phenomenon. The 20-item CIPS uses a 5-point Likert scale ranging from 1 (Not at all true) to 
5 (Very true) (Chrisman et al., 1995). Examples of items include “I’m afraid people 
important to me may find out that I am not as capable as they think I am” and “If I receive a 
great deal of praise and recognition for something I’ve accomplished, I tend to discount the 
importance of what I have done”. The Cronbach α reliability coefficient was reported to 
range from .84 (Prince, 1989) to .96 (Holmes, Kertay, Adamson, Holland, & Clance, 1993), 
thus indicating high levels of internal consistency. 
3.6. Statistical Analysis 
The sections below contain a discussion regarding the different statistical analysis 
methods that were utilised in this study. The data analysis was conducted by using two 
statistical programs, being Statistical Package for the Social Sciences (SPSS) (SPSS Inc, 
2013) and Analysis of Movement Structures (AMOS) (Arbuckle, 2006).  
3.6.1. Preliminary analysis.  For the purpose of this study, the researcher carried out 
the preliminary analysis using the software programs SPSS (SPSS Inc, 2013) and AMOS 
(Arbuckle, 2006) software. The following preliminary analyses were performed: the mean 
and standard deviation of the scales, Multi-Group Confirmatory Factor Analysis and the 
reliability for each scale. These will be discussed in more detail below. 
3.6.1.1. Reliability. Reliability refers to whether an instrument can be interpreted 
consistently across various situations (Field, 2009). Cronbach’s alpha coefficient (α) was 
used to assess the reliability of the measurement instruments in this study. Cronbach’s α is 
concerned with the degree of interrelatedness among a set of items which assess a single 
construct (Netemeyer, Bearden, & Sharma, 2003). It represents the proportion of a scale’s 
total variance that can be attributed to a common source (Cortina, 1993; DeVellis, 1991). A 
cut-off score of >.70 was used to assess measurement reliability (Nunnally & Bernstein, 
1994). 
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3.6.1.2. Multi-group confirmatory factor analysis (MG-CFA). Multi-Group 
Confirmatory Factor Analysis (MG-CFA) was assessed using AMOS (Arbuckle, 2006). For 
the purposes of this study, MG-CFA was performed to assess measurement invariances 
between the male and female groups. This model is nested, which means that a less restricted 
model was compared with a more restricted model in the analysis (Adams et al., 2016). 
Measurement invariance refers to a psychometric procedure used to establish the equivalence 
of a particular measure at construct, item, and method levels (Van de Schoot, Lugtig, & Hox, 
2012). This study was conducted among male and female employees in South Africa, and so 
to make psychologically meaningful comparisons across these two groups, the researcher 
needed to verify that the measurement instruments used in this study were free from bias. 
Thus, measurement invariance was used to assess whether the measurement instrument has 
validity across groups, which would allow for group comparisons. The researcher assessed 
the three levels of invariance: configural, metric, and scalar. 
Configural invariance. Configural invariance provides evidence that participants from 
different groups conceptualise the constructs in the same way (Milfont & Fischer, 2010). This 
is the baseline of measurement invariance and is said to exist when the data collected from 
each group decomposes into the same number of factors, with the same items associated with 
each factor (Meredith, 1993).  
Metric invariance. Metric invariance tests if different groups respond to items the 
same way; if the strength of the relations between specific scale items and their respective 
underlying constructs are the same across groups (Bollen, 1989; Milfont & Fischer, 2010). It 
involves testing whether factor loadings for the items on their respective factor are equal 
across groups (Yap et al., 2014). 
Scalar invariance. Establishing scalar invariance indicates that the observed scores 
are related to the latent scores; that is, individuals who have the same score on the latent 
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construct would obtain the same score on their observed variable, regardless of their group 
membership (Milfont & Fischer, 2010). Scalar invariance involves testing whether item 
intercepts are equivalent across all groups (Yap et al., 2014).  
Several statistical variables were evaluated to determine the adequacy of model fit to 
the data. Firstly, the normed chi-square (χ²/df), which indicates reasonable fit when less than 
5 and good when less than 2 (Bollen, 1989). Secondly, the Root Mean Square Error of 
Approximation (RMSEA) (Hu & Bentler, 1999) was used to determine how well the 
proposed model would fit the population’s covariance matrix and indicates reasonable fit at 
less than .08 and good fit at less than .06 (Hu & Bentler, 1999). Thirdly, the Adjusted 
Goodness of Fit Index (AGFI), which adjusts for the model’s degrees of freedom relative to 
the number of observed variables while taking into account the parameters of the model, was 
set at a confidence interval at values greater than .90 (Joreskog & Sorbom, 1989; 
Schermelleh-Engel, Moosbrugger, & Müller, 2003). Lastly, the Tucker Lewis Index (TLI) 
(Tucker & Lewis, 1973) was used to compare the proposed model’s chi-squared value with 
that of the baseline model’s chi-squared value, and the Comparative Fit Index (CFI) (Hu & 
Bentler, 1999) was evaluated to allowed for the comparison of the proposed model against 
the baseline model, in an attempt to evaluate the improvement in the proposed model 
(Schreiber, Nora, Stage, Barlow, & King, 2006). The TLI and CFI both indicate reasonable 
fit when higher than .90 and good fit when higher than .95. 
3.6.2. Multivariate analysis of variance (MANOVA). For the purposes of this 
study, MANOVA was executed through SPSS software (SPSS Inc, 2013). MANOVA can be 
described as an analysis of variance for several dependent variables (Field, 2009). MANOVA 
is a statistical technique that enables the researcher to evaluate and compare sample mean 
differences on two or more dependent variables simultaneously (Bray & Maxwell, 1985). It 
uses the covariance of the outcome variable in order to test the statistical significance of 
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mean differences (Warne, 2014). Metric and scalar invariance is evident when both the factor 
loadings and item intercepts are equal (Steinmetz, Schmidt, Tina-Booh, Wieczorek, & 
Schwartz, 2009).  
Several assumptions need to be checked before conducting a MANOVA. According 
to Pallant (2010), these assumptions include sample size, normality, outliers, linearity, 
homogeneity of regression, multicollinearity and singularity, and lastly, homogeneity of 
variance-covariance matrices.  
3.6.3. Multiple group structural equation modelling (MG-SEM). In this study, 
MG-SEM was assessed through the use of AMOS (Arbuckle, 2006). Structural Equation 
Modelling (SEM) refers to a statistical technique that involves hypotheses testing through the 
analysis of a structural theory which is related to the construct being studied (Hancock, 
2003). SEM can be seen as a combination of factor analysis and regression analysis. The 
relationships between manifest variables are represented by a regression coefficient between 
factors. SEM implies a structure for the covariance between manifest variables, which is 
represented on a visual path diagram (Hox & Bechger, 1998). SEM provides researchers with 
the opportunity to test theoretical assumptions concerning the nature and links among 
variables, as well as to determine the direction of the relationships between variables 
(Schreiber et al., 2006). The MG-SEM will assist the researcher to assess the fit of the data on 
the theoretical and conceptual model. Two fit indices were used to evaluate the 
appropriateness of the model, namely absolute fit indices and incremental fit indices (Kline, 
2005). 
The absolute fit indices provide an indication of how well the data fits the proposed 
model, whereas the incremental fit indices provide an indication of the model fit in respect of 
another baseline model (Kline, 2005). The absolute fit indices that were used in this study to 
evaluate model fit include the normed chi-square (χ²/df), the Root Mean Square Error of 
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Approximation (RMSEA) and the Adjusted Goodness of Fit Index (AGFI). The Comparative 
Fit Index (CFI) and Tucker-Lewis Index (TLI) were used as the incremental fit indices to 
calculate improvements over competing models.  
The same statistical variables that were used for the MG-CFA to evaluate model fit, 
are used for the MG-SEM to assess the fit of the data on the theoretical and conceptual 
model. First, the normed chi-square (χ²/df), which indicates reasonable fit when less than 5 
and good when less than 2 (Bollen, 1989). Second, the Root Mean Square Error of 
Approximation (RMSEA) (Hu & Bentler, 1999) was used to determine how well the 
proposed model would fit the populations covariance matrix and indicates reasonable fit at 
less than .08 and good fit at less than .06 (Hu & Bentler, 1999). Third, the Adjusted Goodness 
of Fit Index (AGFI), which adjusts for the models degrees of freedom relative to the number 
of observed variables, while taking into account the parameters of the model, was set at a 
confidence interval at values greater than .90 (Joreskog & Sorbom, 1989; Schermelleh-Engel 
et al., 2003). Lastly, the Tucker Lewis Index (TLI) (Tucker & Lewis, 1973) was used to 
compare the proposed models chi-squared value with that of the baseline models chi-squared 
value, and the Comparative Fit Index (CFI) (Hu & Bentler, 1999) was evaluated to allowed 
for the comparison of the proposed model against the baseline mode, in an attempt to 
evaluate the improvement in the proposed model (Kline, 2005). The TLI and CFI both 
indicate reasonable fit when higher than .90 and good fit when higher than .95. 
3.7. Ethical Considerations 
The term ethics in research serves as the principles that guide the conduct of the 
researcher throughout the process of a study (Bloor & Wood, 2006). Ethics are essential as 
they stipulate the moral behaviour that the researcher must adhere to. In doing so, the 
researcher is able to protect their participants and data from possible harm (Flick, 2007). The 
American Psychological Association (APA, 2002) and Health Professions Council of South 
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Africa (HPCSA, 2008) provide an ethical code of conduct for professionals. It is therefore 
essential for the researcher to review this code of conduct and to adhere to all ethical 
requirements.  
Creswell (2013) suggests that prior to the commencement of a research study, 
University approval should be obtained. Taking this into consideration, the study was 
presented to the Ethics Committee at the University of Johannesburg for approval in order for 
the research to be carried out in accordance with the correct protocol. Once approval was 
granted by the ethics committee, the researcher approached various organisations to find any 
employees who were willing to partake in the study. Participants were required to sign a 
document stating that they provided their informed consent before participating in this study 
(Payne & Payne, 2004). Participants were then informed of their right to withdraw from the 
study at any time, without any consequences. The purpose of the study, the expected 
duration, and procedures to be followed were clearly communicated to each participant. The 
researcher informed the participants about the voluntary nature of participation and that there 
were no incentives or monetary remuneration for their participation; however, they were 
made aware that their involvement contributes significantly to the greater body of knowledge 
within the field of Industrial Psychology. 
Participants were then assured of their confidentiality and the safe storage of their 
responses. Participants who completed the online questionnaire would remain anonymous, 
however, those who complete the hard copy version of the questionnaire were given the 
choice to include their name and surname as part of the consent process. Participants were 
made aware that access to their questionnaires would only be made available to researchers 
directly involved in the study, including the Master’s students conducting the research and 
their respective supervisors. The researcher sought to obtain permission to use the various 
measurement instruments and ensured that all data acquired was utilised for the purpose of 
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this study only. Participants were provided with the contact details of the researcher, should 
they have required any further information regarding the research. 
Lastly, the American Psychological Association (2010) provides guidelines on the 
proper disclosure of information. Among other principles, the APA stresses honesty in the 
sense that researchers should not fabricate the information provided by participants, nor the 
findings or conclusions which they have drawn. Furthermore, the APA (2010) stresses that 
plagiarism must be avoided by crediting the appropriate authors in accordance with the APA 
6th edition standards (APA, 2002). The online originality checking tool, Turnitin, was used as 
a safeguard against plagiarism. Lastly, the report is presented in a manner that is clear and 
understandable, without disclosing any identifying information of the participants.  
3.8. Chapter Summary 
This chapter offered a comprehensive description of the research approach for the 
study. The research philosophy was presented, which informed the ontological and 
epistemological orientation and research paradigm of the study. Next, the research 
methodology was examined, considering the research procedure and sampling strategy. 
Thereafter, a detailed description was given of all the measuring instruments that will be used 
in this study. A discussion followed on the statistical analysis that will be utilised for this 
study to analyse the data and interpret the results. Lastly, the ethical considerations and 
guidelines for conducting research were accounted for. 
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CHAPTER 4: RESULTS 
4.1. Chapter Introduction 
The results of the different statistical analyses conducted will be displayed in this 
chapter. It commences with an examination of the psychometric properties of the analyses 
completed; in this study, preliminary analysis, analysis of descriptive statistics, and multi-
group structured equation modelling (MG-SEM) were used. A multi-group confirmatory 
factor analysis (MG-CFA) was performed on the measures used, as well as testing of the 
measurement invariance. Following this, an analysis of the reliabilities was conducted. To 
examine the differences between South African groups, a multivariate analysis of variance 
(MANOVA) was conducted and correlations were examined. Lastly, a multi-group structural 
equation modelling (MG-SEM) was performed to assess the research questions in this study. 
4.2. Psychometric Properties of Measures 
4.2.1. Preliminary analysis. Preliminary analysis was conducted using SPSS (SPSS 
Inc, 2013). The researcher first imputed missing values using the Expectation-Maximization 
algorithm (Dempster, Laird, & Rubin, 1977), which assesses Little’s Missing Completely at 
Random (MCAR). Little’s MCAR test was statistically significant (χ2 (2135) = 2697.989, p = 
.000); however, as chi-square is sensitive to sample size, the normed chi-square was assessed 
(χ2/df = 1.26), which was acceptable at less than 2 (Bollen, 1989). As a result, the data 
missing was assumed to be missing completely at random and the missing values could 
therefore be imputed. 
4.2.1.1. Measurement reliability. In order to determine the reliability of the several 
measures used in this study, the researcher assessed the internal reliability of the measures by 
reviewing the Cronbach’s alpha coefficient (Cronbach, 1951). Cronbach’s alpha examines the 
average correlation of all items within a particular measure. Cronbach’s alpha is concerned 
with the degree of interrelatedness among a set of items that assess a single construct 
47 
 
(Netemeyer et al., 2003). According to Nunnally and Bernstein (1994), coefficient values of 
>.70 are deemed satisfactory. As depicted by Table 4.1, all four measurements showed 
acceptable levels of reliability. 
Table 4.1 
Measurement Reliabilities across Gender Groups 
Measure Items 
Male 
Cronbach α 
Female 
Cronbach α 
Total 
Cronbach α 
Perceived Inclusion 9 .92 .93 .92 
Identity     
   Work Identity 12 .85 .89 .87 
   Gender Identity 6 .79 .73 .74 
Imposter Phenomenon 20 .91 .91 .91 
 
4.2.1.2. Multi-group confirmatory factor analysis (MG-CFA). The researcher used 
AMOS to perform configural, metric, and scalar invariance. Table 4.2 provides the fit indices 
of the measurement invariance for the instruments used in this study. According to Bollen 
and Lennox (1991) item errors are correlated in order to improve the model fit. Modification 
indices inform for certain item errors to be correlated, for reasons such as similar item 
wording and overlapping of meaning (Bollen, 2000). Item errors are correlated when some of 
the shared variance is due to the latent factor and some of the shared variance is due to 
another exogenous mutual factor (Brown, 2006).  
For example, item error 2 and item error 3 of the perceived inclusion scale were 
correlated because they both measure the sense of individual value being appreciated by a 
work team. Item 2 and item 3 state respectively, “My individual talents are valued in my 
work team” and “My unique perspective is appreciated in my work team”. For the gender 
identity scale, item error 2 and item error 3 were correlated because they both measure an 
individual’s understanding of usual male and female behaviour, “I know what typical 
behaviours of males and females are” and “I understand pretty well what it means to be a 
man/woman.”  
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Two studies were found on the analysis of the measurement invariances of the Tilburg 
Scale for Work Identity Commitment and Reconsideration of Commitment (TWIS-CRC) 
(Adams et al., 2016) and the Clance Impostor Phenomenon Scale (Choi, 2018). The common 
item error terms that were correlated in the work identity scale were item errors 1 and 2. 
These items state, “I am proud of my work” and “My work is important for who I am”, which 
both measure a form of individual pride associated with work (Adams et al., 2016). There 
were no common item error terms that were correlated in the study conducted by Choi (2018) 
and this study. No previous studies were found on the item error correlations of the perceived 
inclusion scale and the gender identity scale.  
It was found that all the scales had achieved full configural invariance, as well as full 
or partial metric and scalar invariance across gender groups. A detailed description of the 
steps taken to determine the measurement invariance of the scales is provided below.  
The perceived inclusion scale was assessed for measurement invariance and it was 
found that the scale has configural, metric, and scalar invariance. To improve the fit indices, 
the modification indices were consulted and item error 2 and item error 3 were correlated, 
which improved the fit indices of the scale. The scale had achieved scalar invariance and so 
there was no need to improve the fit indices of the model. The perceived inclusion scale 
therefore has full measurement invariance, as per the results from Table 4.2. 
The work identity scale was assessed for measurement invariance and it was found 
that the scale had configural and metric invariance. The model’s fit indices were improved by 
correlating the item errors (items 10 and 12, items 10 and 11, items 11 and 12, items 1 and 2, 
and items 1 and 5). The scalar invariance of the scale remained the same; therefore, there was 
no need to improve the fit indices of the model. Therefore, the results reported that the work 
identity scale had full measurement invariance, as depicted in Table 4.2. 
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The gender identity scale was assessed for measurement invariance and it was found 
that configural and partial metric invariance was achieved. To improve the fit indices of the 
scale, certain item errors were correlated (items 2 and 3). Partial scalar invariance was 
achieved by removing certain items (item 6, item 4, item 5 and item 1), which improved the 
fit indices. Therefore, the gender identity scale has partial measurement invariance, as 
depicted in Table 4.2. 
The imposter phenomenon scale was assessed for measurement invariance and it was 
found that the scale has configural and metric invariance. The model’s fit indices were 
improved by correlating the item errors (items 18 and 19, items 6 and 8, items 16 and 17, 
items 19 and 20, items 1 and 3, items 5 and 6, items 18 and 20, items 8 and 16, items 8 and 
18, items 12 and 16, items 9 and 17, items 11 and 13, items 7 and 10, items 1 and 2, items 9 
and 10, items 4 and 6, items 12 and 18, items 9 and 12, items 2 and 15, and items 3 and 6). 
The scale achieved scalar invariance and so there was no need to improve the fit indices of 
the model. The scale for the imposter phenomenon thus has full measurement invariance, as 
per the results in Table 4.2. 
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Table 4.2 
Measurement invariance for scales 
Measure χ²/df TLI CFI RMSEA AIC BCC ΔCFI 
Perceived Inclusion  
Configural 
Invariance 
3.15*** .93 .95 .08 239.92 245.52 - 
Metric 
Invariance 
2.96*** .93 .95 .08 237.64 242.06 0 
Scalar 
Invariance  
2.74*** .94 .94 .07 267.14 272.89 .01 
Work Identity  
Configural 
Invariance 
2.61*** .90 .93 .07 371.92 383.30 - 
Metric 
Invariance 
2.52*** .91 .92 .07 369.59 378.81 .01 
Scalar 
Invariance  
2.34*** .92 .93 .07 401.38 412.95 -.01 
Gender Identity  
Configural 
Invariance 
2.72*** .90 .95 .07 119.47 123.32 - 
Metric 
Invariance 
2.70*** .90 .93 .07 122.68 126.02 .02 
Partial 
Metric 
Invariance 
2.54*** .91 .94 .07 118.74 122.19 -.01 
Scalar 
Invariance  
4.42*** .80 .83 .10 171.03 173.86 .11 
Partial 
Scalar 
Invariance 
2.39*** .92 .94 .07 116.56 119.80 -.11 
Imposter Phenomenon  
Configural 
Invariance 
1.76*** .90 .92 .05 847.73 901.88 - 
Metric 
Invariance 
1.73*** .90 .92 .05 832.46 880.18 0 
Scalar 
Invariance  
1.70*** .91 .92 .05 816.74 857,69 0 
Note: TLI = Tucker Lewis Index; CFI = Comparative Fit Index; RMSEA = Root Mean Square Error of 
Approximation; AIC = Akaike Information Criterion; BCC = Browne-Cudeck Criterion. *** = p < .001 
 
4.3. Multivariate Analysis of Variance (MANOVA) 
A MANOVA was conducted using SPSS, which allows the researcher to compare 
group means and show interactions on several dependent variables simultaneously. Prior to 
running the MANOVA, preliminary assumption testing was conducted to check for 
normality, linearity, univariate and multivariate outliers, homogeneity of variance-covariance 
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matrices, and multi-collinearity, with no serious violations noted (Pallant, 2010). A 
correlation analysis was conducted, and the results are presented in Table 4.3. The results 
indicated that there are statistically significant relationships between male and female groups 
and the dependent variables. The correlations ranged from -.18 to .53, which were deemed 
acceptable for this study.  
Table 4.3 
Correlations between variables 
Group Measure 1. 2. 3. 4. 
Male  
1. Perceived Inclusion - .   
2. Work Identity .39** -   
3. Gender Identity .27** .51** -  
4. Imposter Phenomenon .01 .30** .11 - 
Female 
1. Perceived Inclusion -    
2. Work Identity .53** -   
3. Gender Identity .42** .46** -  
4. Imposter Phenomenon -.18** -.01 -.13 - 
**Correlation is significant at the 0.01 level (2-tailed) 
The Kolmogorov-Smirnov statistic was significant, indicating a violation of the 
assumption of normality (Total Perceived Inclusion p = .00; Total Work Identity p = .00; 
Total Gender Identity p = .00; Total Imposter Phenomenon p = .03); however, this is quite 
common in large samples (Pallant, 2010). The histograms of males and females in relation to 
the different dimensions indicated a normal distribution between groups. After examining the 
5% trimmed means, no outliers were found that significantly affected the distribution of the 
mean. Potential outliers were assessed by comparing the Mahalanobis distance values with 
the critical value from the χ² table at p = .001 for four dependent variables, which equalled 
18.47. After further investigation, three cases were identified and the researcher decided to 
keep these participants in the analysis.  
A MANOVA was conducted in which gender was used as the independent variable. 
Four dependent variables were used: perceived inclusion, work identity, gender identity and 
the imposter phenomenon. The independent variable was gender. The Box’s test of Equality 
of Covariance Matrices tells us whether the data violates the assumption of homogeneity of 
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variance-covariance matrices (Pallant, 2010). The Box’s M significance value was found to 
be .015, therefore this assumption has not been violated. The results in Table 4.4 demonstrate 
the mean values for the different gender groups on all the measures.  
There were no statistically significant differences between males and females on the 
combined dependent variable, F (4, 315) = 1.19, p > .05; Wilks’ Lambda = .96; partial eta 
squared = .02 and no statistically significant differences found when the results for the 
dependent variable were considered separately. In conclusion, no statistically significant 
differences were found in the measures across the male and female sample groups. 
Table 4.4 
Gender Group differences in Perceived Inclusion, Work Identity, Gender Identity, and the 
Imposter Phenomenon. 
 Male Female   
Measure M SD M SD F (4,315) ƞᵨ² 
Perceived 
Inclusion 
4.40 1.07 4.19 1.19 2.47 .01 
Work Identity 3.84 .38 3.82 .47 .25 .00 
Gender Identity 3.95 .60 3.91 .56 .31 .00 
Imposter 
Phenomenon 
2.80 .71 2.94 .73 2.89 .01 
 
4.4. Multi-Group Structural Equation Modelling (MG-SEM) 
Multi-Group Structural Equation Modelling (MG-SEM) was performed using AMOS 
(Arbuckle, 2006). This statistical technique was used because the researcher wanted to 
compare the relationship between the variables among different groups (male and female 
groups). The initial multi-group SEM model provided poor fit as it did not satisfy the criteria 
for CFI > .9 (see Table 4.5). The Modification Indices (MI) were consulted to improve the 
model fit. The MIs were motivation to covary the error terms of work identity and gender 
identity. After adjusting the model with the MIs, the model fit was improved. The partial 
structural weights model provided the best fit after this change (χ²/df = 1.33; CFI = .96; 
RMSEA = .07). 
 
53 
 
Table 4.5 
Fit indices for original and partial model 
Original Model χ² / df AGFI TLI CFI RMSEA Δχ² Δdf ΔCFI 
Unconstrained 14.37*** .61 .18 .73 .21 - - - 
Structural 
Weights 
8.92*** .75 .51 .67 .16 14.04** 4 .06 
Structural 
Covariance 
8.13*** .77 .56 .67 .15 15.81** 5 0 
Structural 
Residuals 
6.51*** .82 .66 .66 .13 20.81** 8 .01 
Partial Model χ² / df AGFI TLI CFI RMSEA Δχ² Δdf ΔCFI 
Unconstrained 4.21* .87 .80 .97 .10 - - - 
Structural 
Weights 
3.65** .89 .84 .92 .09 13.50** 4 .05 
Partial 
Structural 
Weights 
2.48* .93 .91 .96 .07 4.00 3 -.04 
Note: AGFI = Adjusted Goodness-of-Fit Index; TLI = Tucker-Lewis Index; CFI = Comparative Fit Index; 
RMSEA = Root-Mean-Square-Error of Approximation. Statistical significance at *p < .05, **p < .01, 
***p < .001 
Figure 4.1 presents the strength of the relationships between the variables, as well as 
their significance. The first two research questions in this study were “How does perceived 
inclusion inform work identity across male and female employees?” and “How does 
perceived inclusion inform gender identity across male and female employees?”. According 
to these results, there is a positive statistically significant relationship (p < .001) between 
perceived inclusion and work identity, as well as perceived inclusion and gender identity. The 
results imply that perceived inclusion accounts for 48% of the variance in work identity and 
36% of the variance in gender identity. 
The third research question in this study was “How does work identity inform the 
experience of the imposter phenomenon across male and female employees?”. As per the 
results, there is a positive and statistically significant relationship (p < .001) between work 
identity and the imposter phenomenon for males; however, an insignificant (p > .05) 
relationship between work identity and the imposter phenomenon for females. The results 
imply that work identity accounts for 39% of the variance in the imposter phenomenon for 
males only.  
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While the results from the MANOVA indicated no significant differences in work 
identity across gender groups, a positive and statistically significant relationship was found 
between work identity and the experience of the imposter phenomenon for males, yet an 
insignificant relationship was found between these variables for females. This suggests that 
although males and females place the same degree of importance and value on their work 
identity, a male’s work identity has the potential to result in the experience of the imposter 
phenomenon. Furthermore, the stronger a male employee’s work identity, the more likely he 
is to experience the imposter phenomenon. Although female employees still value their work 
identity, the findings suggest that their work identity is unlikely to result in the experience of 
the imposter phenomenon.       
The fourth research question in this study was “How does gender identity inform the 
experience of the imposter phenomenon across male and female employees?”. The results 
indicate that there is a negative and statistically significant (p < .05) relationship between 
gender identity and the imposter phenomenon for male and female employees. The results 
imply that gender identity accounts for 13% of the variance in the experience of the imposter 
phenomenon for male and female employees. 
Although the results from the MANOVA indicated that there are no statistically 
significant differences between males and females in their gender identity and their 
experience of the imposter phenomenon, it cannot be assumed that those who feel associated 
with their gender identity are cisgender, or conversely that those employees who do not feel 
associated with their gender identity are transgender. Cisgender is a term for people whose 
gender identity matches their biological sex (Crethar & Vargas, 2007). 
The fifth research question in this study was “How does work identity and gender 
identity mediate the relationship between perceived inclusion and the imposter phenomenon 
across male and female employees?”. Bias-corrected bootstrapping was performed to test the 
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indirect effect of the mediating variables at a 95% confidence level. A statistically significant 
indirect effect was found between perceived inclusion and the imposter phenomenon for the 
male sample group (β = .23); however, an insignificant indirect effect was found for the 
female sample group (β = .05). This suggests that work identity and gender identity fully 
mediate the relationship between perceived inclusion and the imposter phenomenon for 
males. An indirect effect was found for males, which supported the current model; however, 
due to the fact that the indirect effect was insignificant for females, a new model was run to 
assess these relationships for the female sample group only.  
 
  
 
Figure 4.1. Path analysis for the conceptual model  
Note: Standardised regression estimates (β) are presented. 
Note: Statistically significant at *p < .05; **p <. 01; ***p < .001 
 
Figure 4.2 presents the path analysis for the modified model—additional analyses 
were performed for the female sample group only. Since the indirect effect was found to be 
insignificant for females in the original model, partial mediation was assessed.  The model fit 
was improved once the researcher removed the path between work identity and the imposter 
phenomenon, as suggested by the MIs. An insignificant indirect effect was found to be β = 
-.13* 
Imposter 
Phenomenon 
Work Identity 
Gender Identity 
.36*** 
Perceived Inclusion 
.48*** 
Males = .39*** 
Females = .05 
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.04. This suggests that work identity and gender identity do not mediate the relationship 
between perceived inclusion and the imposter phenomenon for females. Furthermore, the 
standardised direct effect was found to be -.15 (p < .05). This suggests that there is a weak yet 
negative statistically significant direct relationship between perceived inclusion and the 
imposter phenomenon for females. 
In conclusion, the results indicate that work identity and gender identity fully mediate 
the relationship between perceived inclusion and the imposter phenomenon for males; 
however, do not mediate the relationship for females. There is a weak yet negative 
statistically significant direct relationship between perceived inclusion and the imposter 
phenomenon for females. This suggests that for males, the experience of the imposter 
phenomenon is more likely to be affected by their identity, whereas for females the 
experience of the imposter phenomenon is more likely to be affected by their perception of 
inclusion. 
 
Figure 4.2. Path analysis for the modified conceptual model: Female sample group 
Note: Standardised regression estimates (β) are presented. 
Note: Statistically significant at *p < .05; **p <. 01; ***p < .001. 
 
-.07 
Imposter 
Phenomenon 
Work Identity 
Gender Identity 
.42*** 
Perceived 
Inclusion 
.53*** 
-.15* 
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4.5.  Chapter Summary 
In this chapter, the statistical analyses were presented. The scales showed satisfactory 
levels of reliabilities and were deemed appropriate for this study. The perceived inclusion, 
work identity and imposter phenomenon scales were found to have full measurement 
invariance, whereas the gender identity scale only had partial measurement invariance. The 
MANOVA indicated that there are no statistically significant differences between males and 
females on the combined dependent variable (perceived inclusion, work identity, gender 
identity, and the imposter phenomenon) and no statistically significant differences found 
when the results for the dependent variable were considered separately. The multi-group 
structural equation modelling (MG-SEM) results indicated that there is a positive relationship 
between perceived inclusion and work identity, as well as perceived inclusion and gender 
identity for both males and females. A positive and statistically significant relationship was 
found between work identity and the imposter phenomenon for males, however this 
relationship was insignificant for females. A weak yet negative statistically significant 
relationship was found between gender identity and the imposter phenomenon for both males 
and females. Lastly, the results indicated that work identity and gender identity fully mediate 
the relationship between perceived inclusion and the imposter phenomenon for males but not 
for females. However, there is a weak yet negative statistically significant direct relationship 
between perceived inclusion and the imposter phenomenon for females.  
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CHAPTER 5: DISCUSSION 
5.1. Chapter Introduction 
The aim of this study was to examine the mediating effect of work identity and gender 
identity on the relationship between perceived inclusion and the imposter phenomenon. The 
sample of this study consisted of male and female South African employees. In Chapter 4, the 
statistical analyses showed that there is a positive relationship between perceived inclusion 
and work identity, as well as perceived inclusion and gender identity for both males and 
females. A positive and statistically significant relationship was found between work identity 
and the imposter phenomenon for males; however, this relationship was insignificant for 
females. A weak and negative statistically significant relationship was found between gender 
identity and the imposter phenomenon for both males and females. Lastly, the results 
indicated that work identity and gender identity fully mediate the relationship between 
perceived inclusion and the imposter phenomenon for males but not for females. However, a 
weak yet negative statistically significant direct relationship was found between perceived 
inclusion and the imposter phenomenon for females.  
Chapter 5 will provide a discussion of the results from this study and will seek to 
explain the results from this study while taking into account previous research and literature. 
This chapter will be structured around the research questions that were investigated in this 
study. This discussion will provide an overview of the interaction between the variables in 
this study.  
5.2. Perceived Inclusion, Work Identity & Gender Identity 
The first and second research questions in this study were “How does perceived 
inclusion inform work identity across male and female employees?” and “How does perceive 
inclusion inform gender identity across male and female employees?”. The results from the 
MG-SEM found a positive and statistically significant relationship between perceived 
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inclusion and work identity, as well as perceived inclusion and gender identity for both males 
and females. Although no studies could be found on the relationship between perceived 
inclusion and gender identity, the findings from one study conducted in the Netherlands 
found a positive and significant relationship between perceived inclusion and work identity 
(Van Kappel, 2016). This previous finding supports the finding in this study.  
A number of theories can be used to provide an explanation for these findings, namely 
Social Identity Theory (SIT), Self-Categorisation Theory (SCT), Optimal Distinctiveness 
Theory (ODT), and Sociometer Theory. The SIT and SCT explain why and how individuals 
might create a work identity and a gender identity. According to these theories, individuals 
develop their identity after first having compared themselves with other individuals, and then 
after they have classified themselves and other individuals into different social groups (Tajfel 
& Turner, 1985; Turner et al., 1987). This process of social grouping and self-categorisation 
allows for individuals to distinguish themselves from out-group members, while still allowing 
them to perceive themselves to be similar to the more advantageous in-group members 
(Erikson, 1980). As SIT suggests, individuals have a desire to maintain a desirable self-image 
(Hogg, Terry, & White, 1995). Consequently, their social identities represent their sense of 
belonging and uniqueness from their community and culture (Anderson, 1990). Consistent 
with ODT, individuals seek to maintain an optimal level of distinction for themselves, by 
seeking and selecting membership in social groups that are inclusive yet also distinctive, and 
in doing so create a sense of both belonging and uniqueness (Brewer, 1991). 
The Sociometer Theory (Leary & Baumeister, 2000; Leary et al., 1995) theorises that 
self-esteem functions to psychologically monitor one’s degree of inclusion or exclusion in 
social groups (Forsyth, 2014). It concludes that individuals have a high self-esteem not 
because they think greatly of themselves, but rather because they are cautious to maintain 
inclusion in social groups (Leary & Baumeister, 2000). The theory is consistent with 
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correlational studies that find self-esteem rises and falls with increases and decreases in 
perceived inclusion (Forsyth, 2014). This means that all employees seek to be included in 
terms of all aspects of their identity in the workplace, as this will ensure high levels of self-
esteem for them. This provides a possible explanation for the findings in this study—a 
positive and statistically significant relationship between perceived inclusion and work 
identity as well as perceived inclusion and gender identity for both male and female 
employees in the workplace.  
5.3. Work Identity, Gender Identity & the Imposter Phenomenon 
The third research question in this study was “How does work identity inform the 
experience of the imposter phenomenon across male and female employees?” The results 
from the MG-SEM showed that there is a positive and statistically significant relationship 
between work identity and the imposter phenomenon for males; however, an insignificant 
relationship between work identity and the imposter phenomenon for females. Although no 
studies could be found on the relationship between these variables, there is literature available 
that can be used to support the findings of this study, which will be discussed in more detail 
below. 
Gender is not merely a physical attribute but also a socially constructed feature that 
results in males’ and females’ being socialised into gendered work identities (Buche, 2006). 
According to Dick and Metcalfe (2007), females’ self and work identities are constructed 
while taking into account their family responsibilities and interdependent relationships with 
others, whereas males are socialised to take on work identities that are more unconstraint and 
goal-directed.  
For male employees, the stronger their work identity, the more likely they are to 
experience the imposter phenomenon. The findings from a recent study conducted by 
Badawy, Gazdag, Bentley, and Brouer (2018) found that male imposters exhibit stronger 
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negative reactions due to traditional gender norms that place greater expectations on males to 
be competent, especially in the context of the workplace. The more male employees’ 
occupations and organisations provide them with status enhancement and distinction, the 
more likely they are to feel unworthy and inadequate to occupy such positions, fear that they 
will not be able to maintain their success and, consequently, experience the imposter 
phenomenon.  
In contrast, although female employees value their work identity just as much as male 
employees, no significant relationship was found between their work identity and the 
experience of the imposter phenomenon. A possible reason for this could be because societal 
norms place pressure on females to value alternative identities, such as being a good mother 
and caregiver, and so their work identity is not significant enough to bring about the 
experience of the imposter phenomenon.  
The fourth question in this study was “How does gender identity inform the imposter 
phenomenon across male and female employees?”. The results from the MG-SEM indicated 
that there is a weak and negative statistically significant relationship between gender identity 
and the imposter phenomenon for both males and females. Although no studies were found 
on the relationship between gender identity and the imposter phenomenon, there is literature 
available that could be used to support the findings of this study.  
A recent study conducted by Patzak, Kollmayer, and Schober (2017) explored the 
impact of gender role orientation on the experience of the imposter phenomenon and found 
that feminine and undifferentiated (possessing few characteristics of femininity and 
masculinity) gender role orientations are equally conducive to the experience of the imposter 
phenomenon for both males and females. However, the results from this study indicate that 
those who do not feel associated with their gender identity are more likely to experience the 
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imposter phenomenon and therefore does not examine the gender role orientation of the 
participants.   
Although this study did not examine the type of gender identities held by the 
respondents, the results suggest that individuals who does not feel associated with their 
gender identity are more likely to experience the imposter phenomenon. According to Wood 
and Eagly (2009, p. 640), “when men acted in masculine ways or women in feminine ways, 
those with a stronger gender identity reported higher self-esteem and more positive feelings”. 
This suggests that individuals who do not feel associated to their gender identity are more 
likely to experience negative emotions and decreased self-esteem. Furthermore, society 
generally approves of those who conform to their traditional gender roles and gender 
identities and penalise those who act against them (Wood & Eagly, 2009). These gender 
norms become embedded in an individual’s identity and because the experience of the 
imposter phenomenon stems from violating expectations (Badawy et al., 2018), it is not 
surprising that there is a negative statistically significant relationship between gender identity 
and the imposter phenomenon for both males and females.  
5.4. Perceived Inclusion, Work Identity, Gender Identity & the Imposter Phenomenon 
The final research question in this study was “How does work identity and gender 
identity mediate the relationship between perceived inclusion and the imposter phenomenon 
across male and female groups?”. The results from the MG-SEM indicated that work identity 
and gender identity fully mediate the relationship between perceived inclusion and the 
imposter phenomenon for male employees but not for female employees. However, a weak 
yet negative statistically significant direct relationship was found between perceived 
inclusion and the imposter phenomenon for females. The results suggest that for males, their 
experience of the imposter phenomenon stems through their identity, whereas for females, 
their experience of the imposter phenomenon stems from their perception of inclusion. 
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Although there are no studies available to support these findings, there is literature 
available that can be used to provide a possible explanation. For males, the experience of the 
imposter phenomenon is mediated through their identities, such as their work identity and 
gender identity, as measured in this study. This suggests that for males, their identity greatly 
contributes to their internal feelings of worthiness. According to Vandello, Bosson, Cohen, 
Burnaford, and Weaver (2008), a male’s collective identity (or their “manhood”) requires 
continual social proof and is more easily threatened than a female’s collective identity (or 
“womanhood”). In addition to this, males, more than females, tend to lose social status for 
behaving in contrast to the expected gender norms (Anderson, John, Keltner, & Kring, 2001) 
and are consequently viewed as incompetent (Rudman & Glick, 2001). A male’s identity 
largely influences how he is perceived by others in society and in the workplace and, as a 
result, the way in which he perceives his identity greatly influences his feelings of 
worthiness. This could be a possible explanation as to why work identity and gender identity 
were found to mediate the relationship between perceived inclusion and the imposter 
phenomenon for males.   
On the other hand, there is a weak yet negative statistically significant direct 
relationship between perceived inclusion and the imposter phenomenon for females. This 
means that female employees are more likely to feel unworthy or inadequate if they do not 
feel included in their work teams, department, or organisation. This might be as a result of the 
stereotype threat (Steele & Aronson, 1995), which refers to an anxiety-driven belief that an 
individual is being judged by others. This fear is based on negative stereotypes about the 
group to which they belong (Forsyth, 2014), which in this case would be stereotypes 
associated with being a female. This worry by female employees that they might confirm 
these negative stereotypes through their behaviour can undermine their actual performance. 
This inhibits female employees’ ability to perform to their true potential, and consequently 
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the stereotype becomes a self-fulfilling prophecy (Derks, Scheepers, Van Laar, & Ellemers, 
2011; Steele & Aronson, 1995). 
5.5. Chapter Summary 
In this chapter, the aim of the research was to provide a discussion of the results from 
this study while examining previous research and literature. The focus of this chapter was on 
interpreting the results presented in Chapter 4 in order to seek to provide an overview on the 
interactions and relationships between the variables. The findings of this study have 
illustrated that there is indeed a relationship between the variables and the results obtained 
contribute significantly towards knowledge on the topic in the South African context.  
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CHAPTER 6: CONCLUSION 
6.1. Chapter Introduction 
In this chapter, the researcher will first discuss the limitations of this study and 
present recommendations for future research. The researcher will then discuss the theoretical 
and practical contributions of this study, as well as the managerial implications. Finally, the 
researcher will provide a chapter summary for the study.  
The aim of this study was to explore the mediating effect of work identity and gender 
identity on the relationship between perceived inclusion and the imposter phenomenon 
among male and female South African employees. The results indicate that work identity and 
gender identity provide full mediation to the relationship between perceived inclusion and the 
imposter phenomenon for male employees; however, neither work identity nor gender 
identity mediate the relationship for female employees. Instead, the results revealed a weak 
yet negative statistically significant relationship between perceived inclusion and the 
imposter phenomenon for females. 
The results suggest that for males, their identity—specifically their work identity and 
gender identity—significantly influence their feelings of self-worth, whereas for females, 
their sense of worthiness is influenced by their perceptions of inclusion. These results are 
important as there are no other studies on the relationship between these variables. This study 
provides a greater understanding of the differences in the experience of the imposter 
phenomenon among male and female South African employees. 
6.2. Limitations and Recommendations for Future Research 
The results of this study are not without limitations. Firstly, the moderating variable 
within this study was gender, which only consisted of male and female sample groups. This 
means that a number of intersex people were excluded from this study. According to a 
Johannesburg-based paediatric endocrinologist, Professor David Segal, it is estimated that 
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one in one thousand people born in South Africa are born as intersex (Collison, 2016). If the 
study were to be generalised to the full South African population, the sample should consist 
of all gender groups in order to make a meaningful comparison. Therefore, further research 
should include intersexed employees within the South African context. 
Secondly, the imposter cycle is characterised by feelings of worry, immobility, 
success, praise, and temporary relief, and so, depending on where the respondents were in the 
imposter cycle at the time that they completed the questionnaire, this could have significantly 
impacted the way they answered the questions. A longitudinal research design might better 
reveal the presence of this phenomenon. Nevertheless, the purpose of this study was of a 
more exploratory nature to see whether the variables were related or not (Levin, 2006). 
Thirdly, some measurement instruments in this study were not validated for the South 
African context. Although the instruments were not validated, preliminary analyses such as 
the reliability indicators and MG-CFA showed acceptable ranges and, where discrepancies 
arose, careful consideration was given to interpreting the results. Therefore, future research 
can look at validating the scales for use in the South African context to ensure that the 
instrument meets all psychometric requirements.   
6.3. Contributions 
6.3.1. Theoretical contributions. From a theoretical perspective, this study provides 
insight on the mediating effect of work identity and gender identity on the relationship 
between perceived inclusion and the imposter phenomenon, as no previous studies have been 
conducted on this relationship. Furthermore, it examines how this relationship differs among 
male and female employees. In addition, this study contributes to the limited amount of 
literature on the experience of the imposter phenomenon in South Africa.  
6.3.2. Practical contributions. Practically, this study emphasises the importance of 
inclusivity in the workplace and proposes that individuals, professions, and societies should 
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break down stereotypes that result in feelings of inadequacy and unworthiness based on the 
identities that one holds. Individuals must learn to respect others’ differences, professions 
should promote diversity, and societies should encourage individuals to be the best versions 
of who they want to be. Research shows that 70% of people have experienced or will 
experience the imposter phenomenon at least once in their lives (Gravois, 2007) and so it is 
recommended that organisations implement diversity and inclusivity initiatives with the aim 
of reassuring their employees that they are skilled and talented because of their identities, not 
in spite of them. 
6.4. Managerial Implications 
There are a few managerial implications based on the findings of this study. It is clear 
that all employees seek to feel included in the workplace. The consequences of a lack of 
perceived inclusion can result in feelings of unworthiness and inadequacy, ultimately 
affecting employees’ levels of productivity, engagement, and quality of output. Having said 
this, managers must put the appropriate measures in place to ensure that both new recruits 
and current employees feel included in their workplace. Practically, this could involve the 
development on an on-boarding programme, buddy system, or regular team-building events 
to ensure that all employees “feel a sense of belonging, and inclusive behaviours such as 
eliciting and valuing contributions from all employees are part of the daily life in the 
organization” (Lirio et al., 2008, p. 443). These inclusive programmes should be focused at 
individual, group, and organisational levels to ensure that individuals feel included for their 
unique identities, feel a part of their work teams, and perceive themselves to be an insider in 
their organisation. 
Furthermore, managers should support those employees who experience feelings 
related to the imposter phenomenon and should encourage them to stop their involvement in 
the imposter cycle. It is important to break this vicious cycle and for imposters to realise that 
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it is not worry, anxiety, doubt, and frantic work that make them succeed. Managers can be 
supportive by providing their employees with honest feedback. This gives their employees 
the opportunity to learn how to trust feedback, to recognise and praise themselves for their 
true performance and abilities, and to become comfortable with and learn how to accept their 
areas of development. Imposters need to recognise that their success is not a result of luck or 
hard work, but rather due to their demonstrating real competence and an ability to achieve. 
6.5. Chapter Summary 
In this chapter, the aim was to provide a conclusion for this study. The limitations and 
recommendations for future research were discussed. Thereafter, the theoretical and practical 
contributions of this study were provided, and finally, managerial implications were 
suggested. This study seeks to add value to the growing body of knowledge on the experience 
of the imposter phenomenon. This current study is one of the first few conducted in the South 
African context.  
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